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The general goal of work-based learning is to bridge the gap between the
academic world and the labor market, providing those students with the skills they need
to give employers the satisfaction they desire from well-trained, well-educated
employees. Work-based learning, which includes work experience, structured training,
and other workplace learning experiences appropriate to students’ career interests and
linked to school curricula, provides the connection between students and employers.
The sample consisted of 112 participants. 78 students and 34 employers involved
in work-based learning at rural Mississippi community colleges specifically those
students and employers involved in work-based learning hosted by Copiah Lincoln
Community College, East Central Community College, and Itawamba Community
College.Statistical analysis procedures included descriptive statistics, Independent tTests, ANOVA, and Tukey Post Hoc tests. These statistical analyses revealed significant
differences based on the variables set forth in the study. This study was designed to
examine if statistically significant differences existed in perception of needed skills and

in the perceived value of work-based programs between students and employers.
Additionally, it determined if statistically significant differences existed in value and
needed skills based on age, gender, ethnicity, and education.
Overall, employers and students reported that work-based learning programs were
beneficial to those who participated in work-based learning programs. But in the basic
skills category, the thinking skills category, the personal quality category, the data
revealed that they were not consistent in their thinking. Employers thought that reading,
integrity and honesty were important; where as, students thought that math, visualizing
and reasoning were important.
In reference to the value work-based learning programs provide, employers had a
positive view of work-based learning programs in that they believed the quality of
training students needed would be provided to those who participated. In 9 value areas
for students and employers, differences occurred more in what work-based learning was
to provide. Employers and students reported that all skills, as well as the value of workbased learning were very important.
In the role of teacher and employer, female work-based learning participants
expected collaboration between employers and teachers. Further implications of the
findings are discussed in this paper.
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CHAPTER I
INTRODUCTION

The purpose of this study was to assess the perceived impact of work-based
learning programs as viewed by students and employers involved in work-based learning
at rural Mississippi community colleges. Chapter one will cover: (a) the historical
development of work-based learning, (b) important legislation that contributes to the
development of work-based learning, (c) the significance of work-based learning
programs, (d) the statement of the problem, (e) the purpose of the study, (f) the research
questions to guide the study, (g) the limitations and delimitations, and (h) the terms
relevant to the study.
The educational system in the United States is often criticized for being
unresponsive to the needs of its students and society, specifically in the rural south. The
need to revise or eliminate outdated curricula and to develop new programs to meet
emerging work or family trends is a seemingly endless occurrence (Rojewski, 2002). In
addition, employers are looking for potential employees who are able to function
interdependently. They want people who communicate effectively, take the initiative,
and are self-motivated (Alpern, 1997). No longer are the basic skills considered standalone criteria that will ensure employment.
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Students need reading skills, writing skills, and mathematical skills; but they also
need the ability to work in teams, to make ethical decisions, and to listen effectively.
Students need to acquire and develop those skills that will make them more marketable
and more effective in the job market. These are only a few of the skills needed in the 21st
century workplace.
With the immense increase in technology in the 21st century workplace,
technological advancements have contributed to a debate over improving students’ skill
levels as opposed to helping them develop more specialized skills (Haynes, 1987). New
workers are recruited for jobs that require them to exercise computational skills
proficiently, to use oral communication skills effectively, and to employ problem solving
skills accurately. As a response, President Bill Clinton signed The Workforce Investment
Act of 1998 (Korpi & Loveless, 1998).
Empowering the nation’s jobseekers, The Workforce Investment Act of 1998
provides the framework for a unique national workforce preparation and employment
system designed to meet both the needs of the nation’s businesses and the needs of the
job seekers, as well as those who want to further their careers (Henderson, 2000). A key
feature of the new law is the requirement that a wide range of state programs, including
employment services, unemployment insurance, vocational rehabilitation, adult
education, welfare-to-work, and postsecondary vocational education be brought together
in a one-stop system (Korpi & Loveless, 1998).
There are particular funding streams addressed by The Workforce Investment Act
of 1998. Those funding streams target adults, dislocated workers, and youth. Each of
2

these funding streams is addressed in terms of eligibility, funding, and training. For
youth, there are youth councils that will develop plans related to their particular issues.
One example is The Workforce Investment Act of 1998 that allows provisions for or
assistance with basic literacy skills deficiency, summer employment opportunities linked
to academic and occupational learning, or completing an educational program for
securing and holding a job (Henderson, 2000). All youth are welcome to seek help, but
low-income and those facing barriers to school completion or employment will have the
best chance of being served (Henderson, 2000)
There are several acts and or laws that focus on education and training that are
essential to help people get good jobs wherever they choose to live (Rural Community
College Initiatives, 2002). Two areas associated with The Workforce Investment Act are
The Job Training Partnership Act and Vocational Education. These components provide
education to students in different forms.
The purpose of the Job Training Partnership Act was to establish programs to
prepare youth and adults facing serious barriers to employment for participation in the
labor force by providing job training and other services that may result in increased
employment and earnings, increased educational and occupational skills, and decreased
welfare dependency; consequently, improving the quality of the work force and
enhancing the productivity and competitiveness of the Nation (U. S. Department of Labor
Employment and Training Administration, 2005). Although the Job Training Partnership
Act was repealed July 1, 2000, the Secretary of Labor is authorized to take appropriate
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actions to ensure an orderly transition from the Job Training Partnership Act to the
Workforce Investment Act.
Vocational Education provides the economic benefits of training youth to enter
industrial work (Kliebard, 1999). Educational institutions could change and adapt in the
new industrial society. Kliebard (1999) notes that enthusiasm for vocational education
was driven by the claim that curriculum could be changed with direct economic benefit,
and that this constituted a breach in the ivory educational institutions of academia. The
very essence of vocational education is to provide training that will allow students to
obtain guidance and experience that is more in line with what employers need. With the
help of powerful manufacturing and labor organizations vocational education moved to
the forefront of the debate (Kliebard).
Schools that provide students with in-depth academic and career-related learning
experiences outside of school foster the skills that students need to succeed in
postsecondary study and the world of work (Conley, 2002). The Job Training
Partnership Act and Vocational Education are programs that provide students with
opportunities to be proactive in their quest to improve their work-related skills. Another
workforce preparation program that serves students is the School-to-Work Opportunities
Act (STWOA), which allocated $300 million for programs to better prepare students for
work (Rhoder & French, 1999)
The School-to-Work Opportunities Act (STWOA), signed into law by President
Bill Clinton in 1994 and jointly administered by the Department of Education and the
Department of Labor, was designed to address the nation’s skills shortage (Federal
4

School To Work Opportunities Act, 2004). The School-to-Work Opportunities Act will
bring together partnerships of employers, educators and others to build a high quality
School-to-Work system that will prepare students both academically and practically for
the world of work (School-to-Work Opportunities Act of 1994, 1994). The School-toWork Opportunities Act is an important step toward the development of an educational
system that links a student’s educational attainment and corresponding skill development
more closely with career aspirations and job opportunities (Minnesota Teamsters Service
Bureau, 2005). Although many students are ready to make the transition from school to
work, there are growing numbers of students who are not prepared for the world of work.
The STWOA was designed so that young people preparing for employment would have a
seamless transition from school to work (Laanan, 1995). Through STWOA, students will
be introduced to actual work experiences or on-the-job training. A planned program that
coordinates with learning enhances students’ job marketability.
Under the auspices of The School-to-Work Act, workforce preparation programs
were codified and designed. Such programs typically fall into three categories: schoolbased programs, work-based programs, and connecting activities (Rhoder & French,
1999). The basic principle that underlies these programs is that students will gain
workplace assignments that will reinforce knowledge and skills learned in school
(Rhoder & French).
Today’s high-skill job market requires advanced academic knowledge and
workplace skills and training, yet young entrants to the workforce are not meeting these
criteria (Brown, 1998). The Austin Independent School District surveyed their
5

professional employees; i.e., teachers, counselors, librarians, and administrators and
found that students were prepared for occupations in which job openings are likely to be
available (Washington & Zyskowski, 1998). Preparation of workers for entry into and
advancement in the workplace of the next decade requires an educational program that
provides not only job skills, as career and technical education did throughout the 1990s,
but also higher order thinking, problem solving, and collaborative work skills (Dolittle &
Camp, 1999). During the 1997-98 school years, Washington and Zyskowski (1998)
conducted a survey and found that 69 percent of the students agreed that their school
works in collaboration with business and industry to provide students opportunities for
work-based learning. Work-based programs or work-based learning is a central
component of the school-to-work strategy (Bailey, Hughes, & Barr, 1998). Work-based
learning is the term being used to describe a class of programs that bring together
colleges and work organizations to create new learning opportunities in workplaces
(Carnevale, Gainer, & Schulz, 1990). Work-based learning is designed to meet the needs
of the participants, which in turn, meet the needs of the employer, and contributes to the
long-term development of the student participants. Work-based learning is the
incorporation of work experience, workplace mentoring, and industry-specific skills into
a sequential program of skill mastery and job training. It has many options available to
participants to learn about business, industry, and careers. These options include job
shadowing, cooperative education, internships, and apprenticeships.
It is evident that, while the world of work is changing, the schools that prepare
workers are not (Rhoder & French, 1999). Changes need to be implemented to reform
6

and change school curricula activities to reflect workforce demands and needs. Concern
has been expressed about students’ level of preparation to enter the labor force—
especially their socialization to the world of work, their ability to translate their
educational skills into occupational domains, and their subsequent productivity,
dependability, and flexibility as workers (Lent & Worthington, 1999). Schools should
provide students with in-depth academic and career-related learning experiences outside
of school, fostering the skills that students need to succeed in the world of work (Conley,
2002).
Three-fourths of high school students in the United States enter the workforce
without baccalaureate degrees (Ohio State Department of Education, 1996). Even with
the high school diploma, these same students do not possess the skills they need to
function in the workplace. Critical thinking skills and the ability to write clear and
concise sentences are only two of many skills required to obtain employment. Students
who do not benefit from adequate skills preparation or who are placed in a non-collegebound track are most apt to suffer economically, often for life. A substantial number in
this group are young people from 18-25 years of age (Erickson, 1999).
The major function of education is to prepare youth to be successful, contributing
members of society upon reaching adulthood (Beaulieu, 2002). However, the classroom
offers only limited opportunities to explore what students might do professionally and
personally with their academic gifts (Keen & Howard, 2002). They attend classes all day
learning how to read, write, and calculate mathematical problems. Along with the basic
academic skills, schools are viewed as institutions that allow students to develop
7

emotionally and socially. Students learn a plethora of skills to help them function outside
the classroom. Students need programs that will allow them to experience structured
educational connections between classroom knowledge and work experiences. Studies
and evaluations have found positive associations between participation in approaches
involving work-based learning (WBL) and students’ educational outcomes at both the
secondary and postsecondary levels (Wonacott, 2002). The nation’s workforce will
improve, and thus make the American economy more productive and competitive if
future workers are better prepared (Kantor, 1994). Employers who provide students with
work-based learning opportunities recognize that these experiences are valuable for
students (National Employer Leadership Council, 2002).

Purpose of the Study
The purpose of this study was to assess the perceived impact of work-based
learning programs as viewed by students and employers involved in work-based learning
at rural Mississippi community colleges. The study sought to determine if differences
existed in the perception and value of work-based learning programs for employers and
students. The study further examined if these differences occurred based on gender, age,
ethnicity and educational background. The study could be most beneficial to planners or
designers of work-based learning programs within the community college system located
in Mississippi. In as much as the existing programs offer a limited number of skill areas,
the study could provide justification to increase those program areas and provide students
with more choices to increase their skill levels and marketability.

8

Statement of the Problem
The problem of this study was to investigate if there was a perceived difference
between employers and work-based learning students in terms of their perception of
required competencies for employment and the perceived value of work-based learning
programs. A secondary problem was to investigate if any relationships existed in terms
of participants’ perceptions of required competencies for employment and the perceived
value of work-based learning programs based on demographics.

Research Questions
In order to address the problem of this study, the researcher developed the
following research questions:
1. Is there a difference in perception of needed skills between employers and
students?
2. Is there a difference in the perceived value of work-based learning programs
between students and employers?
3. Is there a difference in students’ perception of needed skills based on
demographics?
4. Is there a difference in students’ perceived value of work-based learning
programs based on demographics?
5. Is there a difference in employers’ perception of needed skills based on
demographics?
6. Is there a difference in employers’ perceived value of work-based learning
based on demographics?
9

Delimitations
The researcher delimited the study to East Mississippi Community College,
Itawamba Community College, and Copiah Lincoln Community College located in the
state of Mississippi. A second delimitation was that the researcher selected only those
students enrolled in Mississippi community colleges work-based learning programs
during the fall semester of 2006. A third delimitation was that the researcher selected
only those employers who participated in Mississippi community colleges work-based
learning programs during the fall semester of 2006.

Limitations
Certain limitations are associated with the research methods. They are as follows:
1. The study was limited to the honesty of participants responding to the survey.
2. The normative survey method for research was used in this study, and it was
implied that whatever was observed at one time was normal, and under the same
conditions, would conceivably be observed again.
3. The study is limited to the reliability and validity of the instrument.
4. This study could only be generalized to those students, employers, and businesses
who participated in this study.

Assumptions
There were certain assumptions associated with the research methods. They were
as follows:
1. It was assumed that all participants completed the online survey themselves.
10

2. It was assumed that the participants truthfully reported their beliefs and
perceptions.

Definition of Terms
Terms that were unique to this study, technical in nature, or subject to multiple
interpretations were defined as follows for this study:
1.

Academic Skills – Skills that provide the basic foundation necessary to benefit
from further training and education and for future employment. This
encompasses communication, comprehension, quantitative thinking, critical
thinking and science and technology skills. (Florida Department of Education,
2004).

2.

Apprentice – A system of training regulated by law or custom which combines
on-the-job training and work experience while in paid employment with formal
off-the-job training. The apprentice enters into a contract of training or training
agreement with an employer which imposes mutual obligations on both parties.
Traditionally, apprenticeships were in trade occupations and were of four years’
duration. (Apprenticeship, retrieved September 8, 2005).

3.

Basic Skills – Essential academic and personal abilities that enable a person to
succeed in school and the workplace. Traditional skills are referred to as basic
education skills – reading, writing and arithmetic. More recently, the definition
has been expanded to include cognitive and interpersonal abilities, including the
ability to think and solve problems, communicate information in oral, written, and
electronic forms, work effectively alone and in teams, and take personal
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responsibility for self-development. (Greater Columbus Chamber—Workforce
Development, 2004).
4.

Competency – A learned skill performed in a knowledge and/or attitudinal area
which can be accurately repeated or measured; an activity (cluster of skills and
knowledge) that a person performs in an occupation that is both observable and
measurable and that forms the basis for competency-based criteria. (Florida
Department of Education, 2004).

5.

Competencies for employment – an integrated set of skills, knowledge, and
attitudes that enables one to effectively perform the activities of a given
occupation or function to the standards expected in employment. (International
Board of Standards for Training, Performance and Instruction, 2003).

6.

Core Abilities – The transferable skills essential to an individual’s success
regardless of occupation or community setting. These skills are regularly
identified by employers, employees and educators as essentials to lifelong
learning. They include: 1) work productivity, 2) critical thinking, 3) acting
responsibly, 4) clear communication, 5) learn effectively, 6) value self positively,
and 7) work cooperatively. (Florida Department of Education, 2004).

7.

Cooperative Education – A program offered by some colleges that lets a student
combine work and study. Co-op programs are either “alternating” (work and
study in alternating school terms) or “parallel” (work and study scheduled within
the same school term). (National Commission for Cooperative Education, n.d.)
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8.

Employability Skills – The term “employability skills” refers to those skills
required to acquire and retain a job. (Saterfield & McLarty, 1995).

9.

High Skill, High Wage – In a high skill, high wage economy, employers pay
workers higher salaries than they might otherwise earn because workers’
advanced skill holdings make them more efficient, and thus more profitable to the
firm. (Greater Columbus Chamber Workforce Development, 2004).

10.

Internships – students work for an employer for a specified period of time to link
how classroom learning applies to a particular industry or occupation. Students’
workplace activities may include special summer projects, sample of tasks from
different jobs, or tasks from a single occupation. These may or may not include
financial compensation. (National Employer Leadership Council, 2002).

11.

Job Readiness – Refers to the point at which an individual is prepared for
employment based upon possession of necessary work skills, social competence,
job seeking and interview skills. Conceptually, job readiness fits with a
traditional “first you train – then you place” approach to employment. (Florida
Department of Education, 2004).

12.

On-the-Job Training (OJT) – An instructional methodology designed to provide
students and other trainees with realistic on-the-job training experiences to
acquire and apply knowledge, skills, and attitudes in an occupational field; a
planned experience in a work situation through which the individuals, under
supervision, learn to perform the job tasks. (Florida Department of Education,
2004).
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13.

Perception – is the process of acquiring, interpreting, selecting, and organizing
sensory information. (From Wikipedia, 2006).

14.

SCANS – The Secretary’s Commission on Achieving Necessary Skills (SCANS)
was convened in February, 1990, to examine the demands of the workplace and to
determine whether the current and future workforce is capable of meeting those
demands. The Commission was directed to: (1) define the skills needed for
employment; (2) propose acceptable levels of those skills; (3) suggest effective
ways to assess proficiency; and (4) develop a strategy to disseminate the findings
to the nation’s schools, businesses and homes. Based on its research, the
Commission identified five competencies skills necessary for work place success
and three foundations skills and qualities that underlie competencies. (Greater
Columbus Chamber Workforce Development, 2004).

15.

Specific Job Training – Training and education for skills required by the employer
that provides the individual student with the ability to obtain employment and to
adapt to the changing demands of the work place. (Florida Department of
Education, 2004).

16.

Skill level or skill standard specifies the knowledge required to perform
successfully in the workplace. (Glossary of School-to-Work Terms, 1996).

17.

Work-Based Learning Program is a teaching strategy that blends classroom
instruction and structured on-the-job (worksite) experience for community/junior
college students. (Mississippi Department of Education, 2003).
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CHAPTER II
LITERATURE REVIEW

The purpose of this study was to assess the perceived impact of work-based
learning programs as viewed by students and employers involved in work-based learning
at rural Mississippi community colleges. Chapter two was composed of a review of the
literature related to this study. This section covered: (a) the relevance of community
colleges, (b) the significance of cultural, social, and human capital, (c) central legislation
that contributes to the development of work-based learning, (d) employer roles and skills
they require, (e) types of school-to-work initiatives, and (f) work-based learning
programs.
Education in the 21st Century finds itself having to face many challenges in order
to satisfy the expectations of governments, students, and industry (Burns & Chisholm,
2003). Over the years, the role of the community college has become a more active and
viable entity that addresses the needs and expectations of governments, students, and
industry. The community college provides opportunity for everyone; there is a high
likelihood of success for individuals who work hard and accept responsibility and an
education that is central to both the opportunity and the success of the student (Eaton,
1993). While no two community colleges are exactly alike, they share the same goals of
access and service to their clients (Coley, 2000).
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Role of Community Colleges
Community colleges are positioned so that they are able to provide wider access
routes for students, to develop knowledgeable and skilled workers, and to provide
lifelong learning. For many United States’ citizens in rural communities, the standard of
living and the prospects of a better future are diminished by a number of circumstances
(Holub, 1996). Over the years, the United States has become a more service producing
country than a goods producing country. With many of this country’s factories, plants,
and manufacturing jobs going to other countries for cheap labor, the government had to
find innovative ways to provide jobs for its citizens. The need for service-related jobs,
such as health care professionals, sales, cosmetology, and education is rising. The
change from goods producing jobs to service producing jobs requires potential employees
to have their skills updated, or to seek training or retraining in those areas. In order to
provide those potential employees with the training they need, the federal, state, and local
governments look to the community colleges or help.
The Workforce Development Act evolved from The Manpower Development and
Training Act of 1962, the Comprehensive Employment and Training Act of 1973, and the
Job Training Partnership Act of 1982 (JTPA; Feldman, 1998). Its basic focus is to
provide help to and to assist states with programs that will provide employment training
those local businesses need. The development of a workforce that has the skills necessary
to support a modern knowledge economy is an issue that community colleges must now
address (Burns & Chisholm, 2003).
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Cultural, Social, and Human Capital
Education is a continuous process. Schools must provide the opportunity for the
development of the full potential of their students (Australian Council of Trade Unions,
2002). Adequate or proficient job skills are associated with the different types of capital
possessed by individuals. For example, cultural capital may involve knowledge, skills,
taste, lifestyle and qualifications (Taylor, 2003). Another form of capital is social capital
which is used to define the social network and the connections among groups and
individuals (Ryan, 2005). Social capital is a commodity that can be improved upon each
time one encounters another person. Preston and Dyer (2003) reported that social capital
is considered as an interactive, as well as a circular relationship. Each time a student has
the opportunity to interact with office personnel, customers, or the general public, he/she
captures the quality of the experience and is able to process that information or
experience, synthesize it and use that information to enhance his/her skills. Another form
of cultural capital is human capital which plays an important role in the process of
economic growth and individuals (Organisation for Economic Co-operation and
Development, 2008). Human capital is a way of defining and categorizing peoples’ skills
and abilities as used in employment and otherwise contributes to the economy
(Wikipedia, 2005). According to Beaulieu (2002), human capital will play a prominent
role in determining the quality of life that rural Southerners will enjoy over the coming
years. Human capital is those skills and abilities of each individual within a community
(Flora, Flora, & Fey, 2004). It includes potentials, like a good ear for music, and
acquired skills, formal, and informal education (Flora, Flora, & Fey, 2004). Going to
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college, learning a trade, and reading a book, are all examples of human capital (Tailor,
2003). Each instance a student interacts with others, the experience lends itself to the
student ability to enhance his/her social skills, and it becomes part of the educational
process, whether it is the classroom or the work environment. Consequently, students
process these activities or experiences and draw on them when those skills are needed.
Essentially, investing in student’s human capital is an investment in a successful and
productive future.

School-to-Work Opportunities Act of 1999
In addition to the Workforce Development Act, the School-to-Work Opportunities
Act of 1994 has had a tremendous impact on training opportunities for students. The
School-to-Work Opportunities Act is designed to facilitate the creation of a universal,
high quality school-to-work transition system (PEER Information Brief, 1999). The Act
uses federal funds as venture capital to underwrite the initial costs of planning and
establishing statewide systems that will be maintained with other sources (School-toWork Opportunities Act of 1994, 1994). These systems are to provide all students with
opportunities to participate in programs that integrate school- and work-based learning,
vocational and academic education, and secondary and post-secondary education
(School-to-Work Opportunities Act of 1994, 1994). For instance, work based learning
programs will allow students to work in community banks, department stores, local
hospitals, and law firms to gain the skills needed. Student participants can learn how to
communicate with the public, become familiar with daily business transactions, and build
their résumé references at the same time. By gaining firsthand knowledge, students will
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be able to feel more comfortable when they are placed in these type settings and are
expected to perform. The skills student participants learn firsthand will be more
beneficial over time. Community businesses and organizations can teach student
participants the organization’s expectations. Proponents of school-to-work contend that
it is not just another federal program added on to local schools, but a system created to
provide opportunities for all students to broaden their education, career, and economic
opportunities (Erickson, 1999). The School-to-Work Opportunities Act was designed to
improve student learning, in-school retention, and transition to the work-place by
improving the quality and relevance of education for all students through experiences that
integrate school-based and work-based learning and improve students’ knowledge of and
access to career opportunities (Brown, 1998).
More than half of our young people leave school without the knowledge or
foundation required to find and hold a good job (SCANS 2000, 1991). The community
colleges responded by accommodating the different types of students without turning
anyone away (Cohen & Brawer, 1996). They guide students to programs that fit their
aspirations, and to those in which they have some chance to succeed (Cohen & Brawer).

Secretary Commission on Achieving Necessary Skills (SCANS)
In 1990, the Secretary of Labor appointed a commission to determine the skills
young people need to succeed in the world of work. According to the United States
Department of Labor Employment and Training Administration, the commission’s
fundamental purpose was to encourage a high-performance economy characterized by
high-skill, high-wage employment. As part of its job, the commission was asked to define
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skills needed for employment; propose acceptable levels of proficiency; suggest effective
ways to assess proficiency; and develop a dissemination strategy for the nation’s schools,
businesses, and homes (U.S. Department of Labor Employment and Training
Administration, 2005).
Prior to the commission’s appointment, there was an intense national debate about
education and training, their purposes, and the progress in those areas. Acknowledging
that each entity had its place was not a problem. The issue that concerned legislators,
educators, business and community leaders was what part should each play. They were
all considered an intricate player in the broad spectrum of how to link education to the
real world of work. All seek a particular kind of learner, one who can put knowledge and
skills into practice as a productive worker, a responsible citizen, and a more complete
human being (Brock, 1998).
After talking with businesses, the Commission found that employers and business
owners want people who can put knowledge to work. They want people who are creative
and responsible problem solvers with skills they can build on (SCANS 2000, 1991).
SCANS also reported on how schools prepare young people for work. In the past,
the idea of competition from abroad was not an issue that manufactures had to contend
with. Competition for goods and services were relegated to American soil only, and the
technology of mass production emphasized discipline to the assembly line. However,
today the world market has changed and global competition is much more of a concern
for businesses and employers. The Commission states that schools must prepare students
to meet the challenges of world class standards. Students must be prepared to adapt to
20

changes on the job, and must have the ability to learn and work in teams (SCANS 2000,
1991).
With all the reports produced and the research that SCANS conducted, the
Commission did not passively comment on how each entity should address the issue of
workplace know how. It went to great lengths to categorize specific competencies and
foundation skills to help employers and educators define those skills needed for students
to achieve solid job performances.
Regardless of where students go after completing the requirements for graduation,
they should leave with basic skills and the know-how they need to succeed. According to
the Commission, high performance should be the standard for all areas of community
operations. Schools and businesses should expect their students and employers to be able
to make mature responsible decisions. If decisions have to be made immediately,
employers should not expect upper level management to intercede. If this happens, upper
level management would have to spend precious time evaluating the situation, and then
having it evaluated by another person in the chain of command before the customer will
receive satisfaction or restitution. This could place the company or firm at a
disadvantage, costing the firm a great deal of money in production costs and time
management. However, if decisions are made closer to the front line, and employers
draw upon their abilities to think creatively and solve problems, companies and firms
could maximize production costs and managerial functions.
The skills identified by SCANS 2000 (1991) are ones parents, educators, and
employers should use to strengthen students skills, which will assist in preparing students
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for employment. The workplace know-how skills are broken down into two categories.
First, there is the competency category. This particular category has five areas that
students need to master. They are resources, interpersonal skills, information, systems,
and technology. Second, there are the foundation competencies which require basic
skills, thinking skills, and personal qualities.
Parents must insist that their children master workplace know-how, and that their
local schools teach it. Parents should be aware that if their children do not master these
skills, students’ chances for gainful employment are bleak.
SCANS 2000 (1991) reported that educators are in a position to influence and
inform students about workplace know-how standards. There are three things that
educators can do to help promote workplace know-how. First, they can tell students what
the standards are. Second, they can assess the students, and let them know how proficient
they are in relation to the standards. Last, they can incorporate workplace know-how in
their curriculum and day to day classroom operations. Also, they will allow students
from all academic levels the benefit of experiencing these competencies and foundation
skills. Just because a student is succeeding academically does not mean he/she cannot
benefit from workplace know-how.
Employers must familiarize their business practices to hiring and developing these
competencies and foundation skills in their employees. If employers do not incorporate
these skills as part of their training programs, they face the risk of having low quality
workers without the possibility of ever having better ones, and to add, chances of them
ever having a competent workforce are morose.
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Employer Involvement
Many students do not have a real point of reference as to what employers want or
expect. They often find themselves in positions where they are inadequately prepared in
school for the skills employers require. This disparity in job preparation and
requirements is costly for businesses, which must take on the expense of screening,
selecting, and training employees to guarantee a productive work force. Students should
have the opportunity to maximize their productive potential, through investment in
education and training, which will be essential to sustain future growth while they are in
school. For instance, if a student thinks he/she wants to become a health care
professional, working in a hospital, hospice, medical clinic, or laboratory will give the
student the experiences needed to decide if the medical field is a wise choice for him/her.
Students must be allowed to develop competencies and foundation skills if they are to
enjoy a productive, full, and satisfying life (SCANS 2000, 1991). Those students exposed
to the work environment will increase the skills they have, plus gain more specific skills
employers seek.
In order for students to gain the workplace skills they need, employers must
become actively involved in their education; employers are key supporters of linking
school and work. One of the basic premises of The School-to-Work Opportunities Act is
to have local employers involved in designing schools’ curriculum. Employers are more
suitable in determining what they need from future employees, and therefore should have
some say as to how the school’s curriculum can benefit them. Whiting and Kazis (1998)
say employers in Boston, Forth Worth, Louisville, and Philadelphia are organizing to
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help transform public education in profound ways. They found that employers are
helping in a combination of ways, such as defining and implementing rigorous academic
standards, while others are embedding academic curricula in real-world contexts.
Employers are a powerful entity in the community because they know the
regional economy; they control access to workplaces, and can shape their potential as
learning environments for students. The economic profile of area communities is one
that employers must be familiar with. The understanding of the sale of goods and
services is what keeps area employers in business. Employers must be aware of the types
of business transactions and fiscal activities that are imperative for the day to day
operations of the business. They are well aware of the different skills needed to operate
their business. If a young employee is hired without the needed skills, the employer has
to decide whether or not this potential employee is trainable based on the training and
knowledge the student received in school. If the employer takes a chance on hiring and
then training the employee, the employer must take in to account the amount of time,
energy, and training needed to ensure that this employee is prepared for the job.
Belcher (2002) conducted a survey of employers of Boise State University, Idaho,
graduates and found that the skills that employers thought most important were good
work ethic, listening intelligently, thinking through problems, and working effectively
with team members. Rhoder and French (1999) found that Westchester businesses also
agree that these skills are needed by all students, but found lacking in their own students
are those skills cited by Boise State University, to include punctuality, motivation,
commitment, and initiative; an understanding of the real value of having a job; and
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adequate reading, writing, and computer skills. What was shocking to these businesses in
this New York City suburb was that 8 of the 100 high schools in the country that
participated in the survey are located in Westchester. Employers can take the lead role in
helping to implement these skills in the classroom, and more importantly through the
student’s participation in work-based learning programs at the employers business.
Employers want the most experienced and the most talented personnel to
represent their businesses. For employers to benefit from work-based learning programs,
organizations must invest in the professional development of youth and ensure that
services are delivered effectively (Guide for Building a Skilled Youth Development
Workforce, 2004). When students are introduced to the world of business, they are taught
business communication skills, trained in corporate protocol, and informed of employer
expectations. There are many issues that can be addressed through the organizational
involvement of student workforce training.

Employability Skills
The Secretary’s Commission on Achieving Necessary Skills (SCANS) identified
the general skills that most workplaces require, thus providing a basis for programs that
prepare students for employment (Brown, 2002). Another name for general skills is
employability skills. A number of employers identified the “3 R’s” and various highercognitive abilities as critical employability skills, virtually all of them named affective
characteristics—particularly “dependability,” “responsibility” and “positive attitude
toward work”—as vital (Cotton, 2005). Employability skills include reading, basic
arithmetic and other basic skills; problem solving, decision making, and other higher25

order thinking skills; and dependability, a positive attitude, cooperativeness, and other
affective skills and traits (Cotton, 2005). Employers look for these skills in potential
employees because these skills are considered essential to job performance. However,
many students leave school without these skills, leaving potential employers without a
high-quality job pool from which to choose.
Illiteracy is one of the pervasive problems that face rural communities and
disables people in search of economic and educational fulfillment (Holub, 1996).
Fundamental skills in reading, writing, and mathematics are minimal requirements for a
skilled worker (Council for Education Policy Research and Improvement, no date cited).
Among the many basic skills, reading is cited as an important element in effective job
performance. The change from an economy based on labor and capital to an economy
based on information requires information literate workers who will know how to
interpret information (Plotnick, 1999). The inclusion of information competencies as a
graduation requirement is the key that will fully integrate information literacy into the
curricula of academic institutions (Plotnick). We must face facts. People who cannot
read, write, and communicate cannot be trusted in jobs where they are required to
transcribe information (SCANS 2000, 1991).
Reform programs such as Tech Prep and High Schools That Work strive to
incorporate employability skills as they offer students a rigorous academic background,
technological literacy skill development, and learning experiences that are situated in the
context of real-world environments (Brown, 2002). Work-based learning is one such
program that gives students the opportunity to improve their employability skills as they
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work with area employers. While work-based learning participants are working, they
gain work experiences that will enhance their employability skills. They will learn what
employers expect, will be exposed to the business world, and will interact with society.
In essence, students will experience development and leadership abilities that are
essential for increased productivity, economic self-sufficiency, career flexibility, business
ownership, and effective management of work and family responsibilities (Greater
Columbus Chamber Workforce Development, 2004).
Employability skills are best learned when they are included among instructional
goals and explicitly taught (Cotton, 2005). Education and training systems have
emphasized academic approaches which support the study and assessment of subjects in
isolation from one another as well as the separation of academic subjects from practical
contexts (Guile & Griffiths, 2001). Knowledge and skill levels have been recognized as
separate entities (Guile & Griffiths); therefore, they were taught differently. This
traditional practice of educating and learning has created a gap for students. Once
students become potential employees, they have difficulty associating academic subjects
with work related practices. Current learning theories support the notion that learning
occurs through an individual’s interaction in the context of a real-world event (Brown,
2002).
Businesses need a diverse, well-educated workforce in order to successfully adapt
to rapidly changing technology-enabled practices (Schambach & Dirks, 2002). To add,
Beaulieu, Barfield, and Stone (2001) state that good jobs require an educated workforce.
However, for those who are not, these jobs will bypass them for a richer pool of human,
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financial and physical resources. A good education is the key to better paying jobs.
Those students without a well rounded education will be more likely to be employed in
low-wage jobs with the highest potential for less than full time employment. Levy and
Murnane (2004) says those with strong skills do not have to worry about mass
unemployment or underemployment. Instead, these students have the skills to process
information, communicate complex information, and solve new problems. But those
youth who graduate ill-equipped to handle further training will find themselves
competing for service sector jobs, and although the number of such jobs is increasing—
most do not provide financial security (Levy & Murnane, 2004).
Employers increasingly demand work experience when recruiting new hires,
including new graduates (Schambach & Dirks, 2002). In many rural areas, available
work is difficult to find. Those students who are in school in these rural areas and need
work experience would find it in their best interest to utilize school-to-work programs to
help them achieve the work experience they need. Hamilton and Hamilton (1997) says
simply placing students in workplaces doesn’t guarantee that they will receive the
experience they need. Vital work experience cannot be achieved without a clear and
distinct work plan. School-to-Work initiatives will allow employers and schools the
opportunity to design and implement work plans for school-to-work participants,
ensuring that they will receive the experience desired by student, employer, and program
coordinator. Shepherd (1998) espouses that working in teams, solving problems, and
meeting employers’ expectations are workplace skills that student learn best through
doing. When students are placed in a true work environment, they will gain real
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experience that will allow them to develop skills that only the world of work can provide.
Hughes, Bailey, and Karp (2002) report, students who participate in school-to-work
acquire job-readiness and job-specific skills, as well as the soft skills that employers’
value. However, Harmon (1998) reports that although there are some jobs available,
these jobs remain low skill, routine and unrewarding. To add, these type jobs will not
provide students with the skills they need to develop highly dispositional or social skills.

School-to-Work Initiatives
The School-to-Work Opportunities Act authorized the allocation of resources for
initiatives that would help young people make the transition from school to work (Brown,
1998). Brown (1998) goes on to report that it was designed to improve student learning,
in-school retention, and transition to the workplace by improving the quality and
relevance of education for all students through experiences that integrate school-based
and work-based learning and improve students’ knowledge of and access to career
opportunities. Legislators, policy makers, school reformers, and corporate employers
have cited the importance of improving the bridges by which students move from
educational to work settings (Lent & Worthington, 1999).
The Tri-County Workforce Readiness Partnership (2000) is actively involved in
school-to-work. This agency believes that School-to-Work is a new way of linking
young people and meaningful work, classroom learning with workplace learning, and
education with careers. It involves many important components working together
resulting in high levels of academic and technical achievement; strong problem-solving,
team work and technology skills; clear career goals; access to post-secondary education
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and meaningful employment; and a better understanding of the world and how area
companies and service agencies contribute to the local and global economy.
To help bridge the gap between what employers want from school-to-work
programs and what students are actually learning, East Mississippi Community College,
Scooba, Mississippi, according to Jones (1999) is sending its teachers back to school.
Ellen Shaw, Tech Prep coordinator, says that East Mississippi Community College wants
to get the teachers involved with industry so that they will be able to determine what is
needed in the classroom. The teachers are placed in internships with local industry for
five days to learn the workplace aspects of particular industries. After their experience
with the internship programs, teachers will be able to take the information they have
gleaned back to the classroom. Such a program experience provides for a rich first-hand
experience for the teachers and employers. It will ensure that teachers will be able to
provide students with the information they will need prior to their workplace experience.
In addition, teachers, coordinators and employers will be able to design a program that
will allow the student to have a better and more structured work experience. Employers
will know the type of student that will be placed with his/her company because the
teachers at East Mississippi Community College will have prepared the student
accordingly.
A variety of state and national policies designed to reform the structures whereby
students move from school to work have been enacted over the years. As a result of these
policies, many students were introduced to programs that actually help them make the
transition from school to work. For instance, students can participate in programs that
30

offer instruction in general workplace competencies, including instruction and activities
related to developing positive work attitudes, employability and participative skills
(North Central Regional Educational Laboratory, 1992). The Ohio State Department of
Education (1996) stated that school-to-work is a model for broadening the educational
system, and it creates partnerships with the workplace by making certain that students
experience the work-place as an active learning environment. Students involved in these
programs place high value on the skills they acquired in decision making, problem
solving, teamwork, interpersonal and communication skills, customer relations,
performance of complex multi-step tasks, and appropriate job behaviors (Wonacott,
2002).
Effective performance in today’s workplace absolutely requires high levels of
performance (SCANS 2000, 1991). Educational institutions are challenged everyday by
legislators, students, and industry to help prepare a stronger, more skilled workforce. Of
all the educational institutions, community colleges are in the unique position to respond
directly to the School-to-Work Opportunity Act mandates (Laanan, 1995). They are
considered the link between employers, community, government, and labor organizations
(Laanan). In an effort to keep the student abreast, they offer creative tech prep,
apprenticeships, cooperative education, and career education programs (Laanan).
In order for school-to-work initiatives to be affective, the needs and concerns of
the employer must be considered. Today’s workplace requires potential employees to be
versatile, talented, and knowledgeable. Employers increasingly discuss the importance
of new skills crucial to employees’ ability to work effectively, such as knowing how to
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learn, interpersonal skills, applying reading, writing, and computing basic skills to
workplaces, ability to work in teams or groups, effective listening and communications
skills, personal and workplace ethics, leadership or initiative, and the ability to think and
to solve problems in the work place (Alpern, 1997; Clagett, 1997; Evers, Rush, &
Berdrow, 1998). Many of these skills were once reserved for those in management.
However, today, those same skills are considered essential for individuals of all levels of
employment (Clagett, 1997). As a result, potential employees need to have the skills
desirable to perform effectively in the technological environment. Through work-based
learning, potential employees will be exposed to those skills that will allow them to
become more capable, competent, and self-assured.

Work-Based Learning
While community colleges are there in the middle of offering academic programs
students need, another entity is there to assist in offering guidelines for workplace
competencies that are designed to strengthen students’ human capital. Work-based
learning is a School-to-Work project that includes job-shadowing, cooperative education,
Tech Prep, and community-service (Fessler, 1997).
According to Bailey, et al. (1998), many firms in the United States have been
providing internships, apprenticeships, and other forms of work-based learning for many
years. Their reasons for participating in work-based learning internship programs vary.
The most frequent response is it fosters cooperation and collaboration between academia
and the business community. Employers report that interns have better attendance,
reliability, and attitudes than alternative workers (Bailey, Hughes, & Barr, 1998). Linda
32

Gates, program coordinator for East Mississippi Community College, says the program
was developed to groom students for the workforce, and then let industry do the final
teaching and training (Jones, 1999).
The exemplary components of work-based learning are training plans that direct
the student and employer while the student is at the work site; students have the
opportunity to learn broad, transferable skills as well as general workplace and
employment skills; a planned program of training that leads to high-wage, high-skill jobs;
a portable, industry-accepted skill certificate is issued upon completion; preference is
given to paid work experience, although non-paid experiences may be a part of the
program; assessment is always a part of program effectiveness (Lyon, 1994).
Employer engagement is seen as vital to the development of skills for productivity
(Hughes, 2003). The relationship between education and work is a matter that has taken
on great importance with the advent of a global market increasingly driven by fast-paced
changes in technology (Mooney & Crane, 2002). It is recognized that to enhance the
performance of the workforce, the demand for skills, as well as supply, must be improved
(Hughes). Colleges and major providers are seen as significant players in promoting
employer involvement in student-learning (Hughes).
The avenue that employers should travel is that of real world experience for
students through work-based learning programs. Real world work can only be
experienced in a real work place. Work-based learning offers training programs in the
form of apprenticeships and internships/co-operative education to allow students to
engage in work experience. Students who participate in work-based learning will receive
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work experience, skill certificates, a planned program of job-training, and instruction in
workplace competencies. Instruction in workplace competencies includes instruction on
employability skills, attitudes, and participation skills (Fessler, 1997).
An internship is an intensive work experience that includes an undefined number
of work hours, and it takes place during the school year or during the summer (Fessler,
1997). Internships (Co-operative Education) further the social and economic development
of society using education programs that expand the learning experience of students by
combining academic studies with work experience (Schambach & Dirks, 2002). When
interns are exposed to realistic work environments, they learn the importance of effective
communication, the need for problem-solving skills, and the value of teamwork.
Internships are not just for the students. Teachers in work-based learning
programs can learn a great deal about area employers by visiting the businesses and
finding out what is new in the field. Jones (1999) reports that East Mississippi
Community College encourages teachers and students to participate in work-based
learning. Ernie Lowrimore went through the program and found that teamwork and
management skills were just a few structural building techniques the CECO supported.
Linda Gates, work-based learning coordinator, said this program allowed teachers to get
out there in the field and see what has changed. Ellen Shaw, tech prep coordinator, says
the best staff development training you can get is in the real world of work.
Bailey, et al. (1998) found that internships are not concentrated in the retail sector,
but found that the majority of the internships are in the service sector, in a diverse group
of occupations that includes health, education, and business services. Proponents identify
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benefits for students (including motivation, career clarity, enhanced employability,
vocational maturity) and employers (labor force flexibility, recruitment/retention of
trained workers, input into curricula) as well as educational institutions and society
(Kerka, 1999). Furthermore, internships allow an additional route for communication
with the business community (Schambach & Dirks, 2002). In other words, interns will
let the colleges and university know what skills are sought in industry; whereas, the
universities and colleges will know if their academic programs are fulfilling current
business community needs.
Cooperative education programs offer work experience and a paycheck, too
(Perry, 1999). Working and going to school is an accepted norm for students. Employers
want to hire potential employees who have had work experience in general, and have
work place skills in particular. Cooperative education is there to help students learn the
skills needed to achieve high-wage employment, and it allows the student to earn money
while earning college credit. According to Perry (1999), nearly a quarter-million students
fuse several terms of paid, professional work experience into their schedules at the 700
schools with co-op programs. While students are “employed” in fields from marketing to
psychology, they earn on average between $2,500 and $14,000 a year. Some students
earn up to $70,000 working at an engineering firm before graduating from school. The
main educational advantage of co-op programs is that classroom theory is tested in the
workplace. Basically, students are allowed to work in their field of study, while learning
in more detail those aspects of the job that will provide them with the soft skills and
technical skills they need to secure employment when they graduate.
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Summary
Learning is a lifelong process where ends and means are closely related (Halliday
& Hager, 2002). Schambach and Dirks (2002) articulate that students unanimously
agreed that the educational experience and work experience gained are valuable in terms
of real-world experience. Further, students said that they were offered jobs, or had
prospects for future employment. Reeders (2000) espouses internships enhance the
capacity of students to manage their own learning, and prepares students for their role in
the workplace. In addition, students perceived the internship experience to have
increased their professional self-confidence while also providing an opportunity to learn
valuable skills that would be difficult to learn in the classroom environment (Schambach
& Dirks). Rhoder and French (1999) stated that students learn the value of hands-on
experience and they see how their education will be used. Moreover, students came to
understand the importance of the work habits that their teachers constantly stressed
(Rhoder & French).
As students become more involved in their internship, cooperative education, and
apprenticeship, programs, they acquire skills such as reporting to work on time, dressing
appropriately and recognizing the need for assistance even when they don’t want to ask.
When students are faced with the realities of work through work-based learning
programs, the lessons they learn will make them more marketable. These are skills
students can only acquire in the workplace.
The fundamental nature of work-based learning is to expose students to realworld situations and promotes those skills that are essential to gaining employment.
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CHAPTER III
METHODOLOGY

This chapter describes the methodology used in this research study. It was
organized by the following sections: (a) purpose of the study, (b) selection and
description of the population, (c) description of the instrument and how it was designed,
(d) description of how the data was collected, (e) description of statistical procedures that
were used to analyze the data.

Overview of the Problem
The purpose of this study was to investigate if there were perceived differences
between employers and work-based learning students in terms of required competencies
in skills for employment and the perceived value of work-based learning programs. It
further investigated if the differences (if any exist) were based on age, gender, ethnicity,
and educational background. The following research questions were developed to guide
this research:
1. Is there a difference in perception of needed skills between employers and
students?
2. Is there a difference in the perceived value of work-based learning programs
between students and employers?
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3. Is there a difference in students’ perception of needed skills based on
demographics?
4. Is there a difference in students’ perceived value of work-based learning
programs based on demographics?
5. Is there a difference in employers’ perception of needed skills based on
demographics?
6. Is there a difference in employers’ perceived value of work-based learning
programs based on demographics?

Research Design
Prior to the study, the researcher applied for, and received approval from
Mississippi State University’s Institutional Review Board (IRB) of Regulatory
Compliance and from Mississippi community college presidents. The researcher
provided the website to work-based learning coordinators, and they gave the web address
to their respective work-based learning participants, so the participants could access the
survey. The on-line instructions for completing the survey and informed consent
information, which included assurance of confidentiality, and the voluntary nature of
participating in the study was posted on the website that was created specifically for this
study (see Appendix N).
Work-based learning coordinators were given the web address at the beginning of
the fall 2006 semester, and were asked to make the web address available to the workbased learning participants who volunteered to participate in the study. Students
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accessed and completed the online survey at their respective work-based learning school
site.
During the time the survey was active, the researcher visited the work-based
learning coordinators periodically to address any questions, problems or concerns they
may have had. The software program used to collect the data automatically generated a
summary report in spreadsheet form which was later converted to a SPSS file.

Selection and Description of Population
Prior to conducting the study, the researcher completed required training with the
Institutional Review Board in 2003 (see Appendix I), and requested permission to
conduct the proposed study from the Institutional Review Board of Mississippi State
University (see Appendix K). Also, the researcher obtained consent from the community
college presidents during their monthly board meeting (see Appendix K),
The population of the study consisted of 197 possible participants enrolled in
work-based learning during the 2006 fall semester at Copiah-Lincoln Community
College, East Central Community College, and Itawamba Community Colleges. Out of
the 197 possible participants, only 112 completed the survey. There were a total of 118
students enrolled in work-based learning during fall 2006. Out of 118 student
participants in work-based learning, 78 responded to the online survey (66%). There were
a total of 79 employers participating in work-based learning programs during fall 2006.
Out of 79 employer participants, 34 completed the online survey (43%).
Participation in this study was voluntary. All respondents were enrolled in workbased learning programs located at Copiah-Lincoln Community College, East Central
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Community College, and Itawamba Community College. The researcher coordinated
with work-based learning program coordinators to identify those students, businesses,
and employers who were listed in their files as work-based learning participants.

Instrumentation
Frankel and Wallen (2003) say the most common way to collect data from
participants is by the use of the questionnaire or the interview. The researcher chose to
use the survey to collect data for this study. The research instrument that was used to
conduct this study was based on the SCANS competencies, and incorporated particular
items from a survey instrument designed by Stacy Julian Byrd to collect data for his 2004
dissertation. In reference to Byrd’s instrument, only the sections referring to students and
employers of work-based learning were used. The researcher obtained permission from
Byrd prior to using portions of his instrument (see Appendix L).
The instrument was designed as a web page, and was placed on-line from August
2006 until October 2006 to allow work-based learning participants time to access the
instrument at their convenience.
The research instrument was organized into three sections for students and three
sections for employers. In regards to the student survey, the first section was used to
collect the demographic information. The student’s demographic section sought
participants’ gender, age, and ethnic origin. It further sought information regarding
program area, educational level, and work experience. Section one of the employer
survey sought participants’ gender, age, and ethnic origin as well. Furthermore, it sought
educational background, methods to keep current in their field, and if they had been
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involved previously in work-based learning. Section II and section III of the student and
employer survey were identical. Overall, the second section sought respondents’
perceptions of the importance of work-place skills. These workplace skills include basic
skills, thinking skills, personal qualities, interpersonal skills, resources, information,
systems, technology, and the importance of technology skills. Using a five point Likert
scale, participants ranked the workplace skills according to importance using (1) one to
indicate no importance, (2) two to indicate little importance, (3) three to indicate
undecided, (4) four to indicate some importance (5) five to indicate very important. The
third section of the instrument sought respondents’ perceptions of the value of workbased learning programs for students and employers. Those value areas include
perceptions of work-based learning, effectiveness of work-based learning, and beliefs
about work-based learning. This section uses a Likert scale, with five available
responses: (1) strongly disagree, (2) disagree, (3) undecided, (4) agree, and (5) strongly
agree (see Appendix N).
To establish validity, the researcher had a panel of experts review the instrument
to determine content validity. The researcher explained to the experts the purpose for
validating the instrument. They were asked to provide written comments regarding the
items that were included in the instrument, and they were asked to make
recommendations regarding the inclusion or deletion of additional items.
To establish reliability, a sample population of work-based learning participants at
Holmes Community College was used. These participants were not included in the
population of this study. Student and employer participants at Holmes Community
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College completed the survey. The data obtained from the pilot test was entered into
Statistical Package for the Social Sciences (SPSS) 13.0 revealed a reliability coefficient
of r = .79. The data from the pilot study was not included in the analysis for this study.

Method of Analysis
There were a total of 118 students enrolled in work-based learning during fall
2006. Out of 118 student participants in work-based learning, 78 (66%) responded to the
online survey. There were a total of 79 employers participating in work-based learning
programs during fall 2006. Out of 79 employer participants, 34 (43%) completed the
online survey.
The data were collected and analyzed using descriptive statistics using the SPSS
software.
Descriptive statistics, frequencies and percentages were used to determine the
make-up of the respondents. Also, an Independent t-test and an ANOVA analysis were
used for comparing participants’ level of statistical significant difference in perception of
needed skills and value of work-based learning programs. If significance differences were
found between groups, a Tukey Post Hoc was used to determine exactly where the
differences existed.

Internal Validity Threats to the Study
A study has addressed internal validity when the relationship between two or
more variables investigated has a clear-cut relationship to the outcome and the results
cannot be attributed to something else. No attempt was made in this research to imply
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cause and effect, only relationships were explored. Because other possible contributing
factors were not controlled or accounted for, the researcher could not be sure those other
factors were not the reason for the observed results (Frankel & Wallen, 2003). Such
possible extraneous factors posed threats to the relationships explored in this study. The
researcher acknowledged the following conditions:
1. All the participants were volunteers.
2. The participants completed the survey in their respective school locations.
Therefore, the environments were different.
3. The window of opportunity for student participants to access the web link and
respond was impeded by their class schedules and work schedules.
4. The low rate of employer participation in this study could have been attributed
to the lack of Internet services. Employers in rural Mississippi either did not have
access to the Internet, or they did not see the feasibility of having the Internet at
their place of business.
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CHAPTER IV
RESULTS

This chapter organizes the presentation and analysis of the collected data for each
research question. It answers the questions with the results produced from the
appropriate statistical procedures, and contains tables of the different characteristics and
variables that were analyzed.
The purpose of this study was to determine the perceived impact of work-based
learning programs as viewed by students and employers involved in work-based learning
at rural Mississippi community colleges during the fall 2006 semester. The study sought
to determine if differences existed in the perception and value of work-based learning
programs based on gender, age, and educational background.
The researcher conducted this study using an online survey, and it was designed
to determine students’ and employers’ perceptions of work-based learning in rural
Mississippi community colleges. The information analyzed from the survey for students
and employers included demographics, perception of needed skills, and perception of the
value of work-based learning programs. Six research questions were formulated to focus
the study:
1. Is there a difference in the perception of needed skills between employers and
students?
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2. Is there a difference in the perceived value of work-based learning programs
between students and employers?
3. Is there a difference in students’ perception of needed skills based on
demographics?
4. Is there a difference in students’ perceived value of work-based learning
programs based on demographics?
5. Is there a difference in employers’ perception of needed skills based on
demographics?
6. Is there a difference in employers’ perceived value of work-based learning
programs based on demographics?
The respondents in this study consisted of 78 work-based learning students and 34
employers, who volunteered through Copiah Lincoln Community College, East Central
Community College, and Itawamba Community College work-based learning programs
during the 2006 fall semester.
Participants provided their perception of the degree of importance of needed skills
on the work-based learning skill’s section of the survey instrument. The work-based
learning skill’s section of the survey contained five available responses: (1) no
importance, (2) little importance, (3) undecided, (4) some importance, and (5) very
important. Table 4.1 illustrates the interpretation of the Likert Scale ratings for this study
based on mean scores for survey items.
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Table 4.1
Scale for Interpreting Mean Scores for Needed Skills of Work-based Learning
Survey Item

Mean Score

No Importance

1.0 - 1.79

Little Importance

1.8 - 2.59

Undecided

2.6 - 3.39

Some Importance

3.4 - 4.19

Very Important

4.2 - 5.0

The third section of the instrument sought participants’ perceptions of the value of
work-based learning programs for students and employers. Those areas included
perceptions of work-based learning, effectiveness of work-based learning, and beliefs
about work-based learning. This section also used a Likert scale format, with five
available responses: (1) strongly disagree, (2) disagree, (3) undecided, (4) agree, and (5)
strongly agree. Table 4.2 illustrates the Likert Scale rating based on mean scores for
survey items.
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Table 4.2
Scale for Interpreting Mean Scores for Participants’ Perceptions of the Value of Workbased Learning Programs
Survey Item

Mean Score

Strongly Disagree

1.0 - 1.79

Disagree

1.8 - 2.59

Undecided

2.6 - 3.39

Agree

3.4 - 4.19

Strongly Agree

4.2 - 5.0

Demographic Findings

Students
The population of student participants consisted of the 78 participants out of a
possible 112 who completed the online survey. The student participants of this study
were volunteers who attended Copiah Lincoln Community College, East Mississippi
Community College, and Itawamba Community College during the fall 2006 semester.
Table 4.3 presents a summary of student gender characteristics under
investigation in this study. The data is presented in frequencies and percentages. The
majority of the student population (84.6%) was female compared to 15.4% who were
male.
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Table 4.3
Students’ Gender Characteristics
Gender

Frequency

Percent

Male

12

15.4

Female

66

84.6

Total (n)

78

100.0

As shown in Table 4.4, the ages of student participants ranged from 19 to 52. The
researcher found that the majority of student participants, 39 or 50 (50.0%) of the
participants, were between 19 years old and 23 years old.

Table 4.4
Students’ Age
Age

Frequency

Percent

19-23

39

50.0

24-29

15

19.0

30-34

6

8.0

35-39

8

10.0

40- Above

10

13.0

Total (n)

78

100.0

Table 4.5 reports the ethnic origin of the work-based learning participants.
Participants were asked to identify themselves as Black Non-Hispanic, White Non48

Hispanic, American Indian, Hispanic, Asian/Pacific or other. Of the 38 students who
responded to the survey, 32 (41.0%) were Black Non-Hispanic as compared to 45(57.7%)
who reported White Non-Hispanic.

Table 4.5
Students’ Ethnic Characteristics
Ethnic Origin

Frequency

Percent

Black Non-Hispanic

32

41.0

White Non-Hispanic

45

57.7

1

1.3

78

100.0

Other
Total (n)

Table 4.6 summarizes the student participants’ educational level. The categories
for the participants to select were GED, high school, freshman, sophomore, or other. Of
the 78 participants, 43 (55.1%) reported their education level to be sophomore, and three
(3.8%) reported other as their education level.
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Table 4.6
Students’ Educational Level
Educational Level

Frequency

Percentage

6

7.7

High School

15

19.2

Freshman

11

14.1

Sophomore

43

55.1

3

3.8

78

100.0

GED

Other
Total (n)

Table 4.7 summarizes student participants’ program area (major). There were
nineteen program areas reported, and of the 19 program areas reported, the majority,
(35.9%) reported Business Office Technology, where as the least reported program areas
were one of the following: collision repair, emergency medical technician, health
information, LAN technology, marketing management, microcomputer technology,
physical therapist assistant, radiology, and respiratory therapy respectively (1.3%).
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Table 4.7
Students’ Program Area (Major)
Program Area (Major)

Frequency

Percent

Associate Degree Nursing

9

11.5

Automotive Technology

6

7.7

28

35.9

Collision Repair

1

1.3

Elementary Education

2

2.6

Emergency Medical Technician

1

1.3

Health Information

1

1.3

LAN Technology

1

1.3

Marketing Management

1

1.3

Medical Billing and Coding

6

7.7

Medical Office Technology

4

5.1

Microcomputer Technology

1

1.3

Nursing

6

7.7

Office Systems Technology

8

10.3

Physical Therapist Assistant

1

1.3

Radiology

1

1.3

Respiratory Therapy

1

1.3

78

100.0

Business Office Technology

Total (n)
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Work-based learning students also provided information about their work
experience in the areas in which they wished to be employed. Table 4.8 reflects the
length of time that participants had worked in the areas in which they wish to be
employed after participating in work-based learning. Of the 78 participants, 59% (46
students) reported that they did have work experience in the field in which they wish to
be employed, while 41.0% (32) participants reported that they did not have any work
experience in the field in which they wish to be employed.

Table 4.8
Students’ Confirmation of Work Experience
Work Experience

Frequency

Percent

Yes

46

59.0

No

32

41.0

Total (n)

78

100.0

Table 4.9 reports the student participants’ employment experience at the time the
study was conducted. The months of work experience for work-based learning
participants ranged from 0-300 months of experience. Table 4.9 indicates the largest
percentage of respondents worked between 0 and 12 months (66.7%), and the least
percentage of respondents worked between 121 and 300 months (2.6%).
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Table 4.9
Students’ Work Experience in Months
Months

Frequency

Percent

0-12

52

66.7

13-48

18

23.0

49-120

6

7.7

121-300

2

2.6

78

100.0

Total

As seen in Table 4.10, using mean scores, students’ perception of needed
workplace skills based on gender revealed that males and females who were rated during
this study listed workplace skills as very important (M = 4.2 and above) with the
exception of the importance of technology skills area. For the importance of technology
skills areas, females (n = 64; M = 4.28; SD = .83) reported that technology skills were
very important, whereas males (n = 9; M = 3.28; SD = 1.11) reported that they were
undecided about whether this area was of any importance.
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Table 4.10
Students’ Perception of Needed Work-Place Skills Based on Gender
Variable

Gender

n

Mean

SD

Basic Skills

Male
Female

12
66

4.53
4.55

.38
.37

Thinking Skills

Male
Female

11
64

4.89
4.71

.17
.35

Personal Qualities

Male
Female

12
65

4.53
4.77

.43
.37

Interpersonal Skills

Male
Female

12
64

4.40
4.66

.71
.46

Resources

Male
Female

12
65

4.56
4.78

.41
.39

Information

Male
Female

12
65

4.75
4.74

.34
.43

Systems

Male
Female

11
66

4.73
4.40

.36
.79

Technology

Male
Female

12
65

4.64
4.35

.44
.77

Importance of Technology
Skills

Male
Female

9
64

3.28
4.28

1.11
.84

As seen in Table 4.11, the students’ workplace skills mean scores based on age
revealed that regardless of age, work-based learning program participants felt that
workplace skills were very important (M = 4.3 and above) with the exception of one area.
For the importance of technology skills areas, participants in the age groups of 19-23
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(n = 39; M= 4.14; SD = .94) and 24 and above (n = 39; M = 4.17; SD = .93) felt that
technology skills were of some importance.

Table 4.11
Students’ Perception of Needed Work-Place Skills Based on Age
Variable

Age

n

Mean

SD

Basic Skills

19-23
24 & Above

39
39

4.50
4.60

.45
.28

Thinking Skills

19-23
24 & Above

39
39

4.73
4.75

.36
.31

Personal Qualities

19-23
24 & Above

39
39

4.70
4.78

.40
.38

Interpersonal Skills

19-23
24 & Above

39
39

4.54
4.70

.56
.45

Resources

19-23
24 & Above

39
39

4.74
4.76

.43
.37

Information

19-23
24 & Above

39
39

4.67
4.82

.47
.32

Systems

19-23
24 & Above

39
39

4.34
4.56

.85
.63

Technology

19-23
24 & Above

39
39

4.32
4.47

.72
.74

Importance of Technology
Skills

19-23
24 & Above

39
39

4.14
4.17

.94
.93

As seen in Table 4.12, the students’ workplace skills mean scores based on ethnic
origin revealed that regardless of ethnicity, students felt that workplace skills were very
important (M = 4.3 and above) with the exception of one area. For the importance of
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technology skills areas, Black (non-Hispanic) participants (n = 29; M= 4.46; SD = .81)
felt that the importance of technology skills was very important and white (non-Hispanic)
participants (n = 43; M = 3.98; SD = .96) felt that the importance of technology skills was
of some importance.

Table 4.12
Students’ Perception of Needed Work-Place Skills Based on Ethnic Origin
Variable
Basic Skills

Ethnic Origin
Black Non Hispanic
White Non Hispanic

n
32
45

Mean
4.58
4.55

SD
.29
.39

Thinking
Skills

Black Non Hispanic
White Non Hispanic

32
43

4.76
4.72

.33
.34

Personal
Qualities

Black Non Hispanic
White Non Hispanic

31
45

4.80
4.74

.34
.33

Interpersonal
Skills

Black Non Hispanic
White Non Hispanic

32
43

4.73
4.57

.43
.50

Resources

Black Non Hispanic
White Non Hispanic

31
45

4.79
4.76

.37
.33

Information

Black Non Hispanic
White Non Hispanic

32
44

4.83
4.72

.28
.41

Systems

Black Non Hispanic
White Non Hispanic

32
44

4.50
4.45

.86
.65

Technology

Black Non Hispanic
White Non Hispanic

31
45

4.48
4.37

.69
.74

Importance of
Technology
Skills

Black Non Hispanic
White Non Hispanic

29
43

4.46
3.97

.81
.95

56

Employers
Out of a possible 79 employers, there were thirty-four (34) who volunteered to
complete the survey. The employers were community business owners who had
registered through the work-based learning program at each participating community
college. Using the online survey, they were asked to report various demographic
information, including gender, age, ethnic origin, and educational background. In
addition, they were asked to report how they kept current in their field, and whether or
not they participated in work-based learning programs at one time or another.
The demographic information for employers who participated in the study is
presented in this section. As shown in Table 4.13, the employer participants in the study
were evenly split between males and females at fifty percent (50%).

Table 4.13
Employers’ Gender Characteristics
Gender

Frequency

Percent

Male

17

50.0

Female
Total (n)

17
34

50.0
100.0

Table 4.14 summarizes the age range of the employer population. There was only
one employer whose age was below 30 (0.03 %). The majority of the employers’ age
ranged was between 41 and 50 (62 %).
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Table 4.14
Employers’ Age Characteristics
Age

Frequency

Percentage

30 & Below

1

0.03

31 - 40

5

0.15

41 - 50

21

0.62

51 - 60
Total (n)

7
34

0.20
100.0

As shown in Table 4.15, the majority (41.2%) of the employer participants had
master degrees, and (5.9%) reported having an associate degree, a high school diploma,
or a GED respectively.

Table 4.15
Employers’ Educational Level Characteristics
Educational Level

Frequency

Percentage

GED

2

5.9

High School Diploma

2

5.9

2

5.9

12

35.3

14

41.2

2

5.9

34

100.0

Associate Degree
Bachelor Degree
Masters Degree
Educational Specialist
Total (n)
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Table 4.16 reports the ethnicity of the employers who participated in the study.
Of the 34 employers who responded to the survey, 26 (76.5%) were Black Non-Hispanic,
eight (23.5%) were White Non-Hispanic.

Table 4.16
Employers’ Ethnic Characteristics
Ethnic Origin

Frequency Percent

Black non-Hispanic
White non-Hispanic
Total (n)

26

76.5

8
34

23.5
100.0

Table 4.17 summarizes employers’ professional development characteristics. For
those who responded to how they kept abreast in their area, 13 (38.2%) reported that they
attended seminars and/or workshops, and 26.5% indicated that they used the work-based
learning program as a tool to remain current in their field.
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Table 4.17
Employers’ Professional Development Characteristics
How do you keep current in
your field?

Frequency

Percent

13

38.2

Conferences

9

26.5

On-the-job experience

3

8.8

4

11.8

Site visits to employers in my
field

1

2.9

Other

4

11.8

34

100.0

Seminars/workshops

Professional journals/books

Total (n)

Table 4.18 reveals that half (50.0%) of the participants reported that they were or
are involved in work-based learning.

Table 4.18
Employers’ Work-Based Learning Involvement
Were/are you involved in
work-based learning?

Frequency

Percentage

Yes

17

50.0

No

17

50.0

Total (n)

34

100.0
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As seen in Table 4.19, means scores for employers’ perception of needed workplace skills based on gender revealed that male and female employers reported that workplace skills were very important (M = 4.2 and above) with the exception of the
importance of technology skills area. For the importance of technology skills areas,
females (n = 14; M = 4.52; SD = .58) felt that technology skills were very important,
whereas males (n = 15; M = 4.12; SD = .63) felt that they were of some importance.

Table 4.19
Employers’ Perception of Needed Work-Place Skills Based on Gender
Variable

Gender

n

Mean

SD

Basic Skills

Male
Female

17
17

4.76
4.79

.40
.34

Thinking Skills

Male
Female

15
16

4.76
4.55

.35
.54

Personal Qualities

Male
Female

17
16

4.78
4.79

.40
.36

Interpersonal Skills

Male
Female

17
16

4.64
4.60

.40
.52

Resources

Male
Female

16
16

4.72
4.70

.30
.46

Information

Male
Female

16
16

4.64
4.84

.46
.30

Systems

Male
Female

17
16

4.53
4.40

.60
.69

Technology

Male
Female

17
13

4.61
4.26

.53
.87

Importance of Technology Skills

Male
Female

15
14

4.12
4.52

.63
.58
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As seen in Table 4.20, when comparing employer age groups, mean scores
revealed that both groups reported that workplace skill areas were very important, with
the exception of the importance of technology skills area. For this area, the data revealed
that the 40 and below age group (n =4; M = 3.71; SD = .86) felt that the technology skill
area was of some importance, and the 41-49 age group (n = 14; M = 4.51; SD = .59)
reported that the importance of technology was very important.
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Table 4.20
Employers’ Perception of Work-Place Skills Based on Age
Variables

Age

N

Mean

Std.
Deviation

Basic Skills

40 & below
41-49

6
16

4.97
4.80

.08
.35

Thinking Skills

40 & below
41-49

6
15

4.86
4.59

.34
.56

Personal Qualities 40 & below
41-49

6
15

4.93
4.71

.16
.48

6

4.72

41-49

15

4.70

.50

Resources

40 & below
41-49

6
15

4.71
4.78

.37
.35

Information

40 & below
41-49

6
15

4.96
4.83

.10
.35

Systems

40 & below
41-49

6
15

4.78
4.53

.40
.69

Technology

40 & below
41-49

6
14

4.61
4.40

.80
.80

Importance of
Technology

40 & below
41-49

4
13

3.71
4.51

.86
.59

Perception value

40 & below
41-49

6
14

3.98
4.26

.42
.68

Effective values

40 & below
41-49

6
15

4.43
4.2733

.54
.65

Belief values

40 & below
41-49

4
15

4.1000
4.5733

.35
.38

Interpersonal
Skills

40 & below
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.33

When comparing employers’ perception of workplace skills based on ethnic
origin, the researcher determined that the mean scores in Table 4.21 reveal that
employers reported that workplace skill areas were very important (M = 4.81 and above)
with the exception of the importance of technology skill area. For this area, Black (nonHispanic) participants (n = 21; M= 4.43; SD = .60) felt that the importance of technology
skills was very important, and white (non-Hispanic) participants (n = 8; M = 4.02; SD =
.66) felt that the importance of technology skill area was of some importance.

Table 4.21
Employers’ Perception of Work-Place Skills Mean Score Based on Ethnicity
Variable
Basic Skills

Ethnicity
Black Non Hispanic
White Non Hispanic

n
26
8

Mean
4.81
4.68

SD
.33
.47

Thinking
Skills

Black Non Hispanic
White Non Hispanic

24
7

4.63
4.73

.50
.33

Personal
Qualities

Black Non Hispanic
White Non Hispanic

25
8

4.78
4.78

.40
.31

Interpersonal
Skills

Black Non Hispanic
White Non Hispanic

25
8

4.65
4.54

.48
.39

Resources

Black Non Hispanic
White Non Hispanic

24
8

4.73
4.66

.40
.35

Information

Black Non Hispanic
White Non Hispanic

24
8

4.78
4.63

.35
.52
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Table 4.21 cont.
Systems

Technology
Importance of
Technology
Skills

Black Non Hispanic
White Non Hispanic

25
8

4.44
4.54

.65
.64

Black Non Hispanic
White Non Hispanic

23
7

4.38
4.71

.77
.36

Black Non Hispanic
White Non Hispanic

21
8

4.43
4.02

.60
.66

As seen in Table 4.22, the employers’ workplace skills mean score based on
educational background revealed that regardless of educational attainment, work-based
learning employer participants felt that all of the workplace skills were very important (M
= 4.23 and above).

Table 4.22
Employers’ Perception of Work-Place Skills Mean Score Based on Educational
Background
Variable
Basic Skills

Educational Background
GED
High School Diploma

n
20
14

Mean
4.88
4.63

SD
.23
.45

Thinking Skills

GED
High School Diploma

19
12

4.74
4.50

.46
.44

Personal
Qualities

GED
High School Diploma

20
13

4.87
4.65

.33
.42

Interpersonal
Skills

GED
High School Diploma

20
12

4.60
4.65

.51
.37

Resources

GED
High School Diploma

20
12

4.74
4.67

.39
.39
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Table 4.22 cont.
Information

GED
High School Diploma

20
12

4.85
4.56

.27
.50

Systems

GED
High School Diploma

20
13

4.60
4.26

.56
.72

Technology

GED
High School Diploma

17
13

4.49
4.41

.76
.65

Importance
of
Technology
Skills

GED
High School Diploma

16
13

4.39
4.23

.58
.70

Research Question One: Is There a Difference in the Perception of Needed Skills
Between Employers and Students?
For the skills of this study, the researcher wanted to determine if there was a
difference in the perception of needed skills between employers and students. Using an
Independent t-Test, the researcher discovered that there was a statistically significant
difference in the perception of needed skills between employers and students in seven
areas. As shown in Table 4.23, using and Independent t-Test, employers (n = 34; M =
4.85) reported that reading was a very important skill, and students (n =78; M = 3.85)
reported that reading was of some importance. In the area of word processing, the date
shows that employers (n = 34; M = 4.59) reported that this skill was very important, and
students (n =78; M =3.96) reported that this skill was of some importance.
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Table 4.23
Independent t-Test Comparison of the Perception of Needed Skills between Employers
and Students
Dependent Variables
Reading
Group
Student
Employer
Mathematics
Group

n
78
34

Mean
3.85
4.85

t
-4.98

n

Mean

t

df

Sig. (2-tailed)

Student
Employer
Visualizing

78
34

4.90
4.53

3.45

110

**.001

Group

n

Mean

t

df

Sig. (2-tailed)

Student
Employer
Reasoning
Group
Student
Employer
Honesty-Integrity
Group

78
34

4.82
4.56

2.53

110

*.013

n
78
34

Mean
4.87
4.62

t
2.69

df
109

Sig. (2-tailed)
**.008

n

Mean

t

df

Sig. (2-tailed)

Student
Employer
Word Processing
Group
Student
Employer
Desk Top Publishing
Group
Student
Employer
* p  .05; * p  .01

78
34

4.68
4.94

-2.77

108

**.007

n
78
34

Mean
3.96
4.59

t
-2.96

df
110

Sig. (2-tailed)
**.004

n
78
34

Mean
4.49
4.00

t
2.92

df
109

Sig. (2-tailed)
**.004
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df Sig. (2-tailed)
110
**.00

Research Question Two: Is There a Difference in the Perceived Value of Workbased Learning Programs Between Students and Employers?
In reference to the value of work-based learning programs in this study, the
researcher wanted to determine if there was a difference in the perceived value of workbased learning programs between employers and students. The researcher used and
Independent t-Test to determine statistically significant differences in the perceived value
of work-based learning programs between employers and students in nine of the value
areas. As shown in Table 4.24, employers (n = 34; M = 4.50) strongly agreed that workbased learning allows them to integrate classroom objectives and workplace values, and
students (n = 78; M = 3.92) agreed that work-based learning allows opportunity for
integration of classroom objectives and workplace values.

Table 4.24
Independent t-Test Comparison of Perceived Value of Work-Based Learning Programs
between Employers and Students
Dependent Variables
Work-based learning allows me the
opportunity to integrate classroom
objectives and workplace skills.
Study
Group

n

Mean

t

df

Sig.

Student
Employer

78
34

3.92
4.50

-2.71

110

**.0
08

68

Table 4.24 cont.
Work-based learning coordinators
are responsible for placing students
Study
.
Group
Student
Employer
Work-based learning coordinators
are responsible for planning
program content and objectives
with employers.
Study
Group
Student
Employer
All work-based learning placements
are governed by the State
Department of Education and the
Department of Labor.
Study
Group
Student
Employer
Work-based learning placements
can be academic or Vocational as
long as the related course is
appropriate.
Study
Group
Student
Employer

n
78
34

Mean
4.31
3.94

t
2.49

df
110

Sig.
*.01
4

n
78
34

Mean
3.79
4.29

t
-2.66

df
110

Sig.
**.0
09

n
78
34

Mean
4.03
3.62

t
2.20

df
110

Sig.
*.03
0

n
78
34

Mean
3.83
4.32

df
110

Sig.
**.0
0
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t
-3.07

Table 4.24 cont.
Students who participate in workbased learning usually enter the
labor force immediately after
school.
Study
Group
Student
Employer

n
78
34

Mean
4.55
4.06

Students who have participated in
work-based learning programs
make better employees.
Study
Group
Student
Employer

n
78
34

Mean
4.47
3.97

I believe a successful work-based
learning program depends on the
coordinated effort of the student,
work-based learning coordinator,
and employer.
Study
Group
Student
Employer

n
78
34

n
78
34

I believe students' skills are suitable
for their work-based learning
placements.
Study
Group
Student
Employer
* p  .05; * p  .01
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t

df
110

Sig.
**.0
0

t
3.15

df
110

Sig.
**.0
0

Mean
4.38
4.65

t
-2.23

df
110

Sig.
*.03

Mean
4.49
4.21

t
2.24

df
110

Sig.
*.03

3.83

Research Question Three: Is There a Difference in Students’ Perception of Needed
Skills Based on Demographics?
For the skills category of this study, the researcher wanted to determine if there
was a difference in the perception of needed skills for students based on demographics.
An Independent t-Test was used to determine statistically significant differences. Table
4.25 shows a statistically significant difference in students’ perception of needed skills
based on gender where males (n = 9; M = 3.28) reported that they were undecided about
the importance of technology skills, and females (n = 12; M = 4.28) reported that
technology skills were very important. Furthermore, in the personal qualities area,
although both groups felt this area was very important, females (n = 65; M = 4.78) mean
score was higher than males (n = 12; M = 4.53).

Table 4.25
Independent t-Test Comparison of Students’ Perception of Needed Skills Based on
Gender
Dependent Variables
Personal Qualities
Group
Male
Female

n
12
65

Mean
4.53
4.78

t
-2.05

df
75

Sig.
*.04

Group
Male
Female

n
9
12

Mean
3.28
4.28

t
-3.21

df
71

Sig.
**.00

Importance of
Technology Skills

* p  .05; **p  .01

71

The researcher wanted to determine if there was a difference in the perception of
needed skills for students based on age. When examining the results, the researcher found
that there was not a statistically significant difference in students’ perception of needed
skills based on age. Furthermore, regardless of age, all participants felt that the skills
offered by work-based learning programs were very important.
Table 4.26 shows students’ perception of needed skills based on ethnic origin.
After reviewing the results of the Independent t-Test, the researcher found that there was
a statistically significant difference in students’ perception of needed skills based on
ethnic origin where Black students (n = 29; M = 4.46) reported that the importance of
technology skill area was very important, and White students (n = 43; M = 3.97) reported
that the technology skill area was of some importance.

Table 4.26
Independent t-Test Comparison of Students’ Perception of Needed Skills Based on
Ethnicity
Dependent Variables
Importance of Technology
Group
Black non-Hispanic
White non-Hispanic
Total

n
29
43
72

Mean
4.46
3.97

t
2.26

df
70

Sig.
*.03

* p  .05

Research Question Four: Is There a Difference in Students’ Perceived Value of
Work-based Learning Programs Based on Demographics?
There were 12 males and 65 females who responded to the questions on the value
of work-based learning programs. Regarding the three value categories (perceptions of
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work-based learning, effectiveness of work-based learning, and beliefs about work-based
learning), there was no statistical significant difference based on gender. However, when
examining individual items within the three categories, there were two areas where
statistical significant differences occurred regarding students’ perceived value of workbased learning based on gender. As shown in Table 4.27, students’ perceived value of
work-based learning differed in two areas based on gender: I believe my teacher and
employer work together on program objectives. I believe a successful work-based
learning program depends on the coordinate efforts of the students, coordinator, and
employer. Although males and females agree that the teachers and employers work
together on program objectives, female (n=65; M=4.17) mean scores are higher than male
(n=12; M=3.67) mean scores. In reference to I believe a successful work-based learning
program depends on the coordinated efforts of the students, coordinator, and employer,
males and females strongly agree. However, females (n=65; M=4.46) mean scores are
higher than male (n=12; M=4.08) means scores.
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Table 4.27
Independent t-Test Comparison of Students’ Perceived Value of Work-Based Learning
Based on Gender
Dependent Variables
I believe my teacher and employer
work together on program objectives
Group
Male
Female

n
12
65

Mean
3.67
4.17

t
-2.00

df
75

Sig.
(2-tailed)
*.04

df
75

Sig.
(2-tailed)
*.03

I believe a successful work-based learning
program depends on the coordinated efforts
of the students, coordinator, and employer
Group
Male
Female

n
12
65

Mean
4.08
4.46

t
-2.17

* p  .05

An examination of students’ perceived value of work-based learning categories
using an ANOVA revealed no statistical significant difference based on age. Conversely
when examining individual items within the three categories (perceptions of work-based
learning, effectiveness of work-based learning, and beliefs about work-based learning),
there were four areas where statistical significant differences occurred regarding students’
perceived value of work-based learning based on age. The ANOVA results shown in
Table 4.28 reflect students’ perceived value of work-based learning differed in four areas
based on age: The ANOVA results reflect statistical significant differences between the
19-23 years old age group, the 24-29 years old age group, and the 35-39 years old age
group in the following value areas: 1)The purpose of work-based learning is to enhance a
student’s vocational and academic skills, 2)Work-based learning teaches general skills
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needed in any workplace, and 3). Work-based learning teaches responsibility. Students
involved in work-based learning consider their jobs to be a stepping-stone to their future
careers.
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Table 4.28
ANOVA Results of Students’ Perceived Value of Work-Based Learning Based on Age
Dependent Variables
The purpose of work-based learning is
to enhance a student’s vocational and
academic skills.
Sum of
Squares
Between Groups
3.28
Within Groups
17.76
Total
21.04

df
4
73
77

Work-based learning teaches general
skills needed in any workplace.
Sum of
Squares
Between Groups
4.62
Within Groups
20.47
Total
25.09

df
4
72
76

Mean
Square
.82
.24

F
3.37

Sig. (2-tailed)

Mean
Square
1.16
.28

F
4.06

*.01

Sig. (2-tailed)
*.01

Work-based learning teaches
responsibility.

Between Groups
Within Groups
Total

Sum of
Squares
3.08
19.28
22.36

Students involved in work-based
learning consider their jobs to be a
stepping-stone to their future careers.
Sum of
Squares
Between Groups
5.27
Within Groups
24.12
Total
29.39
*p  .05; *p  .01

df
4
71
75

df
4
73
77

Mean
Square
.77
.27

Mean
Square
1.32
.33

Sig. (2-tailed)
F
2.84

*.03

Sig. (2-tailed)
F
3.99

**.01

Further examination of the areas where statistical significant differences occurred,
using a Tukey HSD Post Hoc revealed that all age groups strongly agreed that three of
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the four value areas of work-based learning were value added areas. The Tukey HSD
Post Hoc results reflect statistical significant differences between the 19-23 years old age
group when compared to the 24-29 years old age group. The younger age group strongly
agreed that the purpose of work-based learning is to enhance a student’s vocational and
academic skills. In reference to whether or not work-based learning teaches general skills
needed in any workplace, there was a statistical significant difference between the 35-39
years old age group and the 19-23 years old age group. The older group agreed that workbased learning teaches general skills needed in any workplace. There was a statistical
significant difference between the 24-29 year old age group and the 35-39 years old age
group in the value area of work-based learning teaches responsibility. The younger age
group strongly agreed in that value area (see Table 4.29).
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Table 4.29
Tukey HSD Post Hoc for Students’ Perceived Value of Work-Based Learning Based on
Age
Dependent Variables
The purpose of work-based learning
is to enhance a student's vocational
and academic skills.

Age
19-23

Age
Category
24-29
30-34
35-39
40 years
& above

n
39

Mean
4.77

Mean
Difference
*.44
.27
.52

Sig.
*.04
.73
.06

.27

.54

Work-based learning teaches general
skills needed in any workplace.

Age:
19-23

Age
Category
24-29
30-34
35-39
40 years
& above
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n
39

Mean
4.64

Mean
Difference Sig.
.17
.82
.31
.68
**.77
**.00
.41

.22

Table 4.29 cont.
Work-based learning
teaches responsibility.
Age
Mean
Age
Category n Mean Difference
Sig.
24-29
19-23
15 4.80
.13
.92
30-34
.47
.35
35-39
*.68
*.03
40 years
& above
.30
.68
Students involved in work-based learning
consider their jobs a 'stepping stone' to
their future careers.
Age
Category
Mean
Age:
:
Mean Difference Sig.
n
19-23
24-29
39
4.51
.47
-.287
30-34
.013
1.00
35-39
*.64
*.04
40 years
& above
.31
.54
24-29
19-23
15
4.80
.29
.47
30-34
.30
.82
35-39
**.93
**.00
40 years
& above
.60
.09

An ANOVA examination of students’ perceived value of work-based learning
categories revealed no statistical significant difference based on education. However, a
closer examination of individual items within the three categories found five areas where
statistical significant differences occurred regarding students’ perceived value of workbased learning based on education. These differences are reflected in the table below
(see Table 4.30).
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Table 4.30
ANOVA Results of Students’ Perceived Value of Work-Based Learning Based on
Educational Level
Dependent Variables
Students who have participated in workbased learning programs make better
employees.
Sum of
Squares
Between Groups
5.71
Within Groups
39.58
Total
45.30
Employers who participate in workbased learning benefit from the program.
Sum of
Squares
Between Groups
4.76
Within Groups
29.56
Total
34.31
Participating in work-based learning
increases my achievement.
Sum of
Squares
Between Groups
6.95
Within Groups
34.98
Total
41.93
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df
4
73
77

df
4
72
76

df
4
71
75

Mean
Square
1.43
.54

Mean
Square
1.19
.41

Mean
Square
1.74
.49

F
2.63

Sig.
*.04

F

Sig.

2.90

*.03

F
3.53

Sig.
*.01

Table 4.30 cont.
Involvement in work-based learning provides
potential employees with quality marketable
job skills.
Sum of
Squares
Between Groups
3.36
Within Groups
23.17
Total
26.53
I believe my teacher and employer work
together on program objectives.
Sum of
Squares
Between Groups
6.32
Within Groups
44.04
Total
50.36

df
4
71
75

df
4
72
76

Mean
Square
.84
.33

Mean
Square
1.58
.61

F
2.58

Sig.
*.05

F

Sig.

2.58

*.04

* p  .05

A Tukey Post Hoc test revealed that significant differences occurred in three of
the five areas between others and those with a GED. Furthermore, in the area of
employers who participate in work-based learning benefit from the program a significant
difference occurred between GED (n = 6; M = 3.50) and sophomore. When asked if
participating in work-based learning increases their achievement, a statistical significant
difference occurred between GED (n = 6; M = 3.50) participants and sophomore and
other participants. Table 4.31 shows that those students with a GED agreed that
participating in work-based learning increases their achievement. On the other hand,
students who reported having attained a sophomore level education or another level of
education strongly agreed that participating in work-based learning increases their
achievement. Where GED participants only agreed that this is a value added area,
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sophomores and others strongly agreed that this is a value added area of work-based
learning programs (see Table 4.31).

Table 4.31
Tukey HSD Post Hoc for Students’ Perceived Value of Work-Based Learning Based on
Educational Level
Dependent Variables
Students who have
participated in workbased learning programs
make better employees.
Educational
Educational Level
Level
Categories
GED
High School
Freshman
Sophomore
Other

n
6

Mean
Means Difference Sig.
3.50
-.63
.39
-.59
.51
-.83
.09
*-1.50
*.04

Employers who
participate in work-based
learning benefit from the
program.
Educational
Educational Level
Level
Categories
GED
High School
Freshman
Sophomore
Other
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n
6

Mean
Means Difference Sig.
3.50
-.90
.07
-.70
.21
*-.85
*.03
-1.33
.09

Table 4.31 cont.

Participating in workbased learning
increases my
achievement.
Educational
Educational Level
Level
Categories
GED
High School
Freshman
Sophomore
Other

n
6

Mean
Means Difference Sig.
3.50
-.90
.07
-.68
.32
*-1.01 *.01
*-1.50 *.03

* p  .05

For this study, there were only two ethnic groups that participated in this study.
The researcher used an Independent t -Test to determine if there were statistical
significant differences in students’ perceived value of work-based learning categories
based on ethnicity. When participants were asked if all work-based learning placements
are governed by the state Department of Education and the Department of Labor, Blacks
and Whites agreed. However, Blacks (n = 32; M = 4.16) reported a higher mean score
than Whites (n = 45; M = 3.60). There was a statistical significant difference between
Blacks and Whites when asked if work-based learning increases public relations between
schools and business in the community. Although both groups strongly agreed that workbased learning increases public relations between schools and business in the community,
Whites (n = 44; M = 4.66) reported a higher mean score than Blacks (n = 32; M = 4.28)
(see Table 4.32).
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Table 4.32
Independent t-Test Comparison of Students’ Perceived Value of Work-Based Learning
Based on Ethnicity
Dependent
Variables
All work-based learning
placements are governed by the
State Department of Education
and the Department of Labor.
Group
Black non-Hispanic
White non-Hispanic
Total

n
32
45
77

Mean
4.16
3.60

The purpose of work-based
learning is to enhance a student's
vocational and academic skills.
Group
Black non-Hispanic
White non-Hispanic
Total

n
32
45
77

Mean
4.41
4.69

n
32
43
75

n
32
44
76

Effective work-based learning is
achieved when the experience is
positive for me, coordinators, and
employers.
Group
Black non-Hispanic
White non-Hispanic
Total
Work-based learning increases
public relations between schools
and business in the community
Group
.
Black non-Hispanic
White non-Hispanic
Total
* p  .05; ** p  .01
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t
2.98

df
75

Sig.
**.00

t
-2.41

df
75

Sig.
*.02

Mean
4.38
4.67

t
-2.39

df
73

Sig.
*.02

Mean
4.28
4.66

t
-2.73

df
74

Sig.
**.01

Research Question Five: Is There a Difference in Employers’ Perception of Needed
Skills Based on Demographics?
The researcher wanted to find out if there was a difference in employers’
perception of needed skills based on gender. When examining the results, the researcher
found that there was a statistically significant difference based on gender. Based on
mean scores, males (n = 17; M = 4.35) and females (n = 16; M = 4.88) viewed the word
processing skills area as very important. However, data from the Independent t-Test
reflect that female mean scores were higher than male mean scores (see Table 4.33).

Table 4.33
Independent t-Test Comparison of Employers’ Perception of Needed Skills Based on
Gender
Dependent Variables
Word Processing
Group
Male
Female

n
17
16

Mean
4.35
4.88

t
3.02

df
31

Sig.
**.01

* * p  .01

The researcher investigated if there was a statistical significant difference in
employers’ perceptions of needed skills based on age. Using an Analysis of Variance
(ANOVA), the researcher determined that there was a statistical significant difference
based on age in the information category of work-place skills. Employers’ ages ranged
from 28 years of age to 60 years of age. The frequencies in some categories were one;
therefore, ages were collapsed into three age groups. Those age groups were 40 and
below, 41-49, and 50 and above (see Table 4.34).
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Table 4.34
ANOVA of Employers’ Perception of Needed Skills Based on Age
Dependent Variables
Information

Between Groups
Within Groups
Total
* p  .05

Sum of Squares
1.05
3.76
4.81

df
2
29
31

Mean
Square
.52
.13

F
4.05

Sig.
*.03

A Tukey Post Hoc test revealed that significant differences occurred in the
information area of work-place skills between 40 and below (n = 6; M = 4.94) and 50 and
above (n = 11; M = 4.50). Although both age groups view the information skill’s
category as very important, there was a statistically significant difference in their mean
scores (see Table 4.35).

Table 4.35
Tukey HSD Employers’ Perception of Needed Skills Categories Based on Age
Dependent Variables
Information

Age
Below 40
41-49
50 and
above

Age Categories n
41-49
6
50 and above
Below 40
15
50 and above
Below 40
11
41-49

* p  .05
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Mean
4.94
4.83
4.50

Mean
Difference
.13
*.46
-.13
.33

Sig.
.76
*.05
.76
.07

*-.46

*.05

-.33

.07

When analyzing the skill categories based on employers’ age groups, there was
one category with a statistical significant difference; however, analyzing the data using
individual skills, there were three additional skill areas that were identified with statistical
significant differences (see Table 4.36).

Table 4.36
ANOVA of Employers’ Perception of Needed Skills Based on Age by Individual Skill
Variable
Leading

Between Groups
Within Groups
Total

Sum of
Squares
1.33
4.73
6.10

df
2
30
32

Mean
Square
.66
.16

F
4.21

Sig.
*.03

Mean
Square
1.10
.22

F
5.06

Sig.
*.01

Mean
Square
.66
.16

F
4.21

Sig.
*.03

Mean
Square
2.83
.75

F
3.77

Sig.
*.04

Managing money

Between Groups
Within Groups
Total

Sum of
Squares
2.19
6.28
8.47

df
2
29
31

Organizing and
maintaining information

Between Groups
Within Groups
Total

Sum of
Squares
1.33
4.73
6.06

df
2
30
32

Sum of
Squares
5.67
22.52
28.18

df
2
30
32

Internet usage

Between Groups
Within Groups
Total
* p  .05; **.01
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A Tukey Post Hoc Test revealed significant differences occurred in the managing
money skills area between the 40 and below age group (n = 6; M = 5.00) and the 50 and
above age group (n = 11; M = 4.36). While all age groups viewed leading, managing
money, organizing and maintaining information, and Internet usage skills as very
important, mean scores suggests that the younger employers viewed these skills as more
important than the older employers (see Table 4.37).

Table 4.37
Tukey Post Hoc of Employers’ Perception of Needed Skills Based on Age by Individual
Skills
Dependent Variables
Leading

Age
40 and
below

Age
Category
41 -49
50 and above

n

Mean
Means Difference

6

5.00

n

Mean
Means Difference

.13
*.50

Sig.
.77
*.05

Managing money:

Age
50 and
above

Age
Category
40 and below
41 -49

11

4.36

*-.64
*-.50

Sig.
*.03
*.03

Organizing and
maintaining
information

Age
40 and
below

Age
Category
41 -49
50 and above
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n

Mean
Means Difference

6

5.00

.13
*.50

Sig.
.77
*.05

Table 4.37 cont.

Internet
usage

Age
40 and
below

Age Category

n

Means

41 -49
50 and above

6

3.67

Mean
Difference
*-1.07
*-1.08

Sig.
*.04
*.05

* p  .05

An examination of skill categories for employers’ perception of needed skills
based on educational background using an ANOVA revealed that there were no statistical
significant differences. However, a closer examination of individual areas within the
categories revealed four areas where statistical significant differences occurred regarding
employers’ perception of work-based learning based on education (see Table 4.38).

Table 4.38
ANOVA Employers’ Perception of Needed Work-Based Learning Skills Based on
Education by Individual Skills
Dependent Variables
Working with
diversity

Between Groups
Within Groups
Total

Sum of
Squares

df

6.57
3.97
10.56

5
27
32
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Mean
Square
1.31
.15

F
8.91

Sig.
**.00

Table 4.38 cont.
Electronic Presentation

Between Groups
Within Groups
Total

Sum of
Squares

df

6.25
11.81
18.06

5
27
32

Mean
Square
1.25
.44

F

Sig.

2.86

*.03

Managing Time
Sum of
Squares
Between Groups
Within Groups
Total

df
5
27
32

1.82
1.69
3.52

Mean
Square
.37
.06

F
5.82

Sig.
**.00

Internet usage
Sum of
Squares
Between Groups
Within Groups
Total
*p  .05; **p  .01

df

17.41
10.77
28.18

5
27
32

Mean
Square
3.48
.40

F

Sig.

8.73

**.00

A Tukey Post Hoc Test revealed a significant difference occurred between those
with a GED (n = 2; M = 2.00) and all other educational levels in the skill area of working
Internet Usage. Based on mean scores, those who had a GED viewed this skill as of little
importance, while all other educational levels viewed this skill as very important (see
Table 39).
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Table 4.39
Tukey Post Hoc of Employer Perception of Needed Work-Based Learning Skills Based
on Educational Background by Individual Skills
Dependent Variables
Working With
Diversity
Educational
Background
GED

Managing Time
Educational
Background
GED

Internet Usage
Educational
Background
GED

Educational
Categories
High School
Diploma
Associate Degree
Bachelor Degree
Masters Degree
Educational
Specialist
Educational
Categories
High School
Diploma
Associate Degree
Bachelor Degree
Masters Degree
Educational
Specialist

Educational
Categories
High School
Diploma
Associate Degree
Bachelor Degree
Masters Degree
Educational
Specialist

* p  .05; ** p  .01
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N
2

N
2

N
2

Means
3.00

Means
4.00

Means
2.00

Mean
Difference

Sig.

*-2.00

**.00

*-2.00
*-1.83
*-1.77

**.00
**.00
**.00

*-2.00

**.00

Mean
Difference

Sig.

*-1.00

**.01

*-1.00
*-1.00
*-.85

**.01
**.00
**.00

*-1.00

**.01

Mean
Difference

Sig.

*-3.00

*.00

*-3.00
*-3.00
*-2.31

**.00
**.00
**.00

*-3.00

**.00

The researcher wanted to examine employers’ perceptions of needed skills based
on ethnicity for categories. With only two ethnic groups participating in the study, an
examination of employers’ perception of needed skills based on ethnic origin by category
was computed using an Independent t-Test. The results revealed that there was no
significant difference. Further examination of individual items within the categories
revealed a significant difference in four skill areas. Based on mean scores, Blacks
reported that Internet usage was very important, whereas Whites viewed Internet usage of
some importance (see Table 4.40).

Table 4.40
Independent t-Test of Employers’ Perception of Needed Work-Based Learning Skills
Based on Ethnicity by Individual Areas
Dependent Variables
Working with diversity
Black non-Hispanic
White non-Hispanic

n
25
8

Mean
4.88
4.25

t
3.03

df
31

Sig.
**.01

Word Processing
Black non-Hispanic
White non-Hispanic
Internet usage
Black non-Hispanic
White non-Hispanic

n
25
8

Mean
4.72
4.25

t
2.20

df
31

Sig.
*.04

n
25
8

Mean
4.76
3.88

t
2.51

df
31

Sig.
*.02

n
25
8

Mean
4.40
3.75

Electronic Presentation
Black non-Hispanic
White non-Hispanic
*p  .05; **p  .01.
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t

df

Sig.

2.26

31

*.03

Research Question Six: Is There a Difference in Employers’ Perceived Value of
Work-based Learning Based on Demographics?
The researcher wanted to determine if a statistically significant difference in the
perceived value of work-based learning for employers based on demographics existed.
An independent t-test was computed to examine differences in the values category, and
the researcher found that there was no statistical significant difference in the perceived
value of work-based learning based on gender. However, when examining individual
value areas, the researcher discovered that there were statistical significant differences in
four value areas. In the area “work-based learning coordinators are responsible for
placing students”, males (n = 17; M = 3.59) reported this value area was of some
importance, whereas females (n = 16; M = 4.25) reported this value area was very
important (see Table 4.41).
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Table 4.41
Independent t-Test of Perceived Value of Work-Based Learning for Employers Based on
Gender
Dependent Variables
Work-based learning coordinators are
responsible for placing students.
Male
Female
Total

n
17
16
33

Means
3.59
4.25

t
-2.11

df
31

Sig.
*.04

Mean
4.12
4.56

t
-2.28

df
31

Sig.
*.03

Mean
4.19
3.88

t
3.71

df
31

Sig.
**.01

Mean
4.47
4.94

t
-3.28

df
31

Sig.
**.00

Work-based learning placements can be
academic or Vocational as long as the
related course is appropriate.
Male
Female
Total

n
17
16
33

Students who have participated in workbased learning programs make better
employees.
Male
Female
Total

n
16
16
32

I believe a successful work-based learning
program depends on the coordinated effort
of the student, work-based learning
coordinator, and employer.
n
Male
17
Female
16
Total
33
*p  .05; **p  .01
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The researcher wanted to determine if there was a difference in the perceived
value of work-based learning for employers based on age. An ANOVA was computed to
examine differences in the values category, and the researcher found that there was no
statistical significant difference in the perceived value of work-based learning based on
age. When examining individual value areas, the researcher discovered that there were
statistical significant differences in two value areas. (see Table 4.42).

Table 4.42
ANOVA of Employers Perceived Value of Work-Based Learning for Employers Based
on Age
Dependent Variables
Work-based learning coordinators are
responsible for placing students.
Sum of
Squares
11.54
17.18
28.73

Between Groups
Within Groups
Total
Work-based learning coordinators are
responsible for planning program content and
objectives with employers.
Sum of
Squares
Between Groups
2.79
Within Groups
9.68
Total
12.47
*p  .05;**p  .01

df
2
30
32

df
2
29
31

Mean
Square
5.77
.57

F
10.08

Sig.
**.00

Mean
Square
1.40
.33

F
4.18

Sig.
*.02

A Tukey Post Hoc further revealed that statistically significant differences existed
in all age categories with the exception of 50 and above age group and the 41 – 49 age
groups when asked if work-based learning coordinators should be responsible for placing
students. Results further indicated that statistical significant differences existed between
95

the age groups 50 and above and 41-49 age group when asked if they thought that workbased learning program coordinators should be responsible for planning program content
and objectives In the area “work-based learning coordinators are responsible for placing
students”, the 40 and below age group (n = 6); M = 2.67) was undecided, whereas 41-49
age group (n = 15; M = 4.27) reported this skill as very important (see table 4.43).

Table 4.43
Tukey Post Hoc of Employers Perceived Value of Work-Based Learning Based on Age
Dependent Variables
Work-based learning coordinators
are responsible for placing students.

Age
40 and
below

41-49

50 and
above

Age
Category
41-49
50 and
above
40 and
below
50 and
above
40 and
below
41-49

n
6

Means
2.67

15

4.27

12

4.08
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Mean
Difference

Sig.

*-1.60

**.00

*-1.42

**.00

* 1.60

*.00

.18

.81

*1.42

**.00

-.18

.81

Table 4.43 cont.

Work-based learning coordinators are
responsible for planning program
content and objectives with employers.

Age
40 and
below

41-49

50 and
above

Age
Category

n

Means

41-49
50 and
above

6

4.33

40 and
below
50 and
above

14

40 and
below
41-49

12

4.57

3.92

Mean
Difference

Sig.

.24

.68

.42

.33

.24

.68

*.66

*.02

-.42

.33

*-.66

*.02

* p  .05; ** p  .01

The researcher wanted to determine if there was a statistical significant difference
in the perceived value of work-based learning for employers based on educational level.
An ANOVA was computed to examine differences, and the researcher found that two
statistical significant differences in the perceived value of work-based learning based on
education level for skills category existed. The ANOVA test revealed that there was a
statistical significant difference in the perception of values category and the belief values
category (see Table 4.44).
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Table 4.44
ANOVA of Employers Perceived Value of Work-Based Learning Based on Educational
Level for Value Categories
Dependent Variables
Perception values

Between Groups
Within Groups
Total

Sum of
Squares
3.07
5.27
8.34

df
5
25
30

Mean
Square
.61
.21

F
2.91

Sig.
*.03

F

Sig.

2.68

*.05

Belief values

Between Groups
Within Groups
Total
* p  .05

Sum of
Squares
1.71
3.05
4.76

df
5
24
29

Mean
Square
.34
.13

A Tukey Post Hoc Test revealed a significant difference occurred between those
with a High School diploma (n = 2; M = 3.44) and those who reported having an
Educational Specialist Degree (n = 2; M = 5.00). Those with a High School diploma
agreed that the perception category was a value added area for work-based learning
programs, whereas those with an Educational Specialist degree strongly agreed that the
perception values area was a value added area for work-based learning programs (see
Table 4.45).
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Table 4.45
Tukey Post Hoc for Employers Perceived Value of Work-Based Learning Based on
Educational Level for Value Categories
Dependent Variables
Perception Value
Educational
Background
High School
Diploma

Educational
Categories
GED
Associate
Degree
Bachelor
Degree
Masters
Degree
Educational
Specialist
Bachelor
Degree
Educational
Specialist

n

Mean

Mean
Difference

Sig.

2

3.44

-.33

.98

-1.06

.23

-.79

.25

-.65
2

5.00

*-1.56

.47
*.03

-.14

.98

-.91

.14

* p  .05

The researcher wanted to determine if there was a difference in the perceived
value of work-based learning for employers based on educational level for individual
value areas. An ANOVA was used to examine differences, and the researcher found that
there were six statistical significant differences in the perceived value of work-based
learning based on education level for individual skills (see Table 4.46).
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Table 4.46
ANOVA of Employers Perceived Value of Work-Based Learning Based on Educational
Level for Independent Value Areas
Dependent Variables
Work-based learning coordinators are responsible
for placing students
Sum of
Squares
Between Groups
11.05
Within Groups
17.67
Total
28.73
All work-based learning placements are governed
by the State Department of Education and the
Department of Labor.
Sum of
Squares
Between Groups
20.71
Within Groups
23.17
Total
43.88

df
5
27
32

df
5
26
31

Work-based learning teaches general skills
needed in any workplace.
Sum of
Squares
Between Groups
12.78
Within Groups
8.19
Total
20.97

df
5
27
32

Students who have participated in work-based
learning programs make better employees
Sum of
Squares
Between Groups
12.58
Within Groups
19.42
Total
32.00

df
5
27
32
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Mean
Square
2.21
.66

F

Sig.

3.38

*.02

Mean
Square
4.14
.89

F
4.65

Sig.

Mean
Square
2.56
.30

F
8.43

Sig.
**.00

Mean
Square
2.52
.72

F
3.50

Sig.
*.01

**.00

Table 4.46 cont.
I believe teachers and employers work
together on program objectives.
Sum of
Squares
Between Groups
3.46
Within Groups
3.42
Total
6.88
I believe students' skills are suitable for
their work-based learning placements
Sum of
Squares
Between Groups
2.64
Within Groups
5.42
Total
8.06
* p  .05; ** p  .01

df
5
26
31

df
5
27
32

Mean
Square
.69
.13

Mean
Square
.53
.20

F
5.26

F
2.64

Sig.
**.00

Sig.
*.05

A Tukey Post Hoc Test revealed that statistical significant differences occurred
for employers’ perceived value of work-based learning based on educational level for
individual values areas. When asked if work-based learning teaches general skills needed
in any workplace, there was statistical significant difference between those with a high
school diploma (n = 2; M = 2.00) and all other reported educational levels. Those with a
High School diploma disagreed that work-based learning teaches general skills needed in
any workplace category was a value added area for work-based learning programs,
whereas those with an Educational Specialist degree strongly agreed that this values area
was a value added area for work-based learning programs (see Table 4.47).
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Table 4.47
Tukey Post Hoc of Employers’ Perceived Value of Work-Based Learning Based on
Educational Level for Individual Skills
Dependent
Variables
Work-Based Learning
Coordinators Are Responsible
For Placing Students.
Educational Educational
Background Categories
GED
High School
Diploma
Associate
Degree
Bachelor
Degree
Masters
Degree
Educational
Specialist
All Work-Based Learning
Placements Are Governed By
The State Department Of
Education And The
Department Of Labor
Age
Age
Category
High School
Diploma
GED
Associate
Degree
Bachelor
Degree
Masters
Degree
Educational
Specialist
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n
2

n
2

Mean
Means Difference
2.00

-2.00

.17

*-2.50

*.05

-1.75

.08

*-2.08

*.02

*-3.00

*.01

Mean
Means Difference
1.00

Sig.

*-3.00
*-3.00

Sig.
*.04
*.04

*-2.25

*.05

*-2.92

*.01

*-4.00

*.00

Table 4.47 cont.
Work-Based Learning Teaches
General Skills Needed In Any
Workplace.
Age
Age
Category
High School
Diploma
GED
Associate
Degree
Bachelor
Degree
Masters
Degree
Educational
Specialist
Students Who Have Participated In WorkBased Learning Programs Make Better
Employees.

Age

Age
Category

High School
Diploma
GED
Associate
Degree
Bachelor
Degree
Masters
Degree
Educational
Specialist
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n
2

n

2

Mean
Means Difference
2.00

Sig.

*-2.00

*.01

*-2.50

*.00

*-2.58

*.00

*-2.31

*.00

*-3.00

*.00

Mean
Means Difference

Sig.

2.00

*-3.00

*.02

-2.50

.06

*-2.00

*.05

-1.92

.06

*-3.00

*.02

Table 4.47 cont.
I Believe Teachers And Employers Work
Together On Program Objectives.
Educational Educational
Mean
Background Categories
n Means Difference Sig.
GED
High School
Diploma
2
2.00
*3.00 *.02
Associate
Degree
.50 .99
Bachelor
Degree
1.00 .64
Masters
Degree
1.08 .56
Masters
Degree
GED
2
4.00
.00 1.00
High School
Diploma
*-1.00 *.01
Associate
Degree
-.500 .48
Bachelor
Degree
-.42 .09
Educational
Specialist
*-1.00 *.01
* p  .05; ** p  .01

The researcher wanted to determine if there was a difference in the perceived
value of work-based learning for employers based on ethnicity for value categories. An
examination of the value categories using an Independent t-Test revealed that there was a
statistically significance in the effective values category. Although both ethnic groups
strongly agree that work-based learning provides effective values to those involved in
work-based learning, based on mean scores Whites (n = 8; M = 4.68) felt more strongly
than Blacks (n = 23; M = 4.21) in reference to effective values (see Table 4.48).
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Table 4.48
Independent t-Test of Employers Perceived Value of Work-Based
Learning Based on Ethnicity for Values Category
Dependent Variable
Effective Values

Black Non-Hispanic
White Non-Hispanic
Total
* p  .05

Means
4.21
4.68

n
23
8
31

t
-2.25

df
29

Sig. (2tailed)
*.03

An examination of the value category revealed that there was not a statistical
significant difference in the effective values category. However, when examining
individual value areas, there were statistical significant differences in six value areas.
Based on mean scores, Blacks (n = 25; 3.84) agree that students who participate in workbased learning usually enter the labor force immediately after school, whereas Whites (n
= 7; M = 4.71) strongly agree (see Table 4.49).

Table 4.49
Independent t-Test of Employers Perceived Value of Work-Based
Learning Based on Ethnicity for Individual Skills
Dependent Variables
All work-based learning placements are
governed by the State Department of
Education and the Department of Labor
n
Black Non-Hispanic
24
White Non-Hispanic
8
Total
32
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Means
3.29
4.38

t
-2.40

df
30

Sig.
*.02

Table 4.49 cont.
Students who participate in work-based
learning usually enter the labor force
immediately after school.
n
Black Non-Hispanic
25
White Non-Hispanic
7
Total
32
Work-based learning helps to
increase the labor force for
potential employers
n
Black Non-Hispanic
White Non-Hispanic
Total
Work-based learning teaches
responsibility.
Black Non-Hispanic
White Non-Hispanic
Total

Means
3.84
4.71

t
-2.73

df
30

Sig.
*.01

Means

t

df

Sig.

25
8
33

4.08
4.75

-2.09

31

*.05

n
25
8
33

Means
4.25
4.75

t
-2.20

df
31

Sig.
*.04

Means
3.68
5.00

t
-3.91

df
31

Sig.
**.00

Students who have participated in workbased learning programs make better
employees.
n
Black Non-Hispanic
25
White Non-Hispanic
8
Total
33
* p  .05; **p  .01

Summary
Overall, employers and students reported that work-based learning programs were
beneficial to those who participated in work-based learning programs. However, the
results show that they were not consistent in their thinking concerning the basic skills
category, the thinking skills category, and the personal quality category. Employers and
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students thought that integrity and honesty were very important, but students’ mean
scores were higher than the employers’ means scores.
A large disparity was reflected in the reading skill area between students and
employers. Furthermore, students and employers thought that math, visualizing and
reasoning were important, but students’ mean scores were higher than the employers’
means scores. Programs linking academic study with real-time work experience have
been shown to result in increased student interest in schoolwork (Martin, 2000). Students
are more motivated when they understand why they are being taught mathematics, why
they must improve their reading skills and how important it is to learn the rules of
effective verbal and written communication (Martin).
In reference to the value that work-based learning programs provide, employers
had a positive view of work-based learning programs. They believed the quality of
training students needed would be provided to those who participated in work-based
learning programs. Of the nine value areas, students and employers strongly expressed
differing opinions on what work-based learning was to provide.
Students thought that the coordinator was responsible for the program, and the
success of the student is dependent on the coordinators’ efforts. Also, students thought
that the coordinator was responsible for placing the student in particular job areas.
Overall, the coordinator had a huge responsibility in the success of the program.
However, the employer thought the coordinator was responsible for the planning and
coordinating of program objectives with them. To add, employers thought if they worked
together with coordinators, the program would be successful. Furthermore, employers
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thought that students participating in work-based learning made good employees,
whereas students thought they would make very good employees. Employers and
students reported that job placement would be quicker. For this study, students reported a
higher degree of confidence in being placed in the job market by participating in workbased learning programs.
Employers increasingly discuss the importance of skills crucial to an employee’s
ability to work effectively. For example, an employee should have excellent
interpersonal skills, is capable of working in teams or groups, is an effective listener and
communicator, is ethical and applies reading, writing and computing basic skills to
workplaces. Additionally, it is imperative that the employee can adapt to change, is a
problem-solver and possesses personal management skills (Martin, 2000)
Employers’ beliefs and perception of work-based learning based on education,
age and ethnicity were reflected in this study. Based on data collected, those skills offered
through collaboration between Mississippi community college and employers lend to
students being trained in the areas they want to become employed. Carnevale, Gainer, &
Schulz (1990) reports that work-based learning is describe a class of programs that bring
together colleges and work organizations to create new learning opportunities in
workplaces.
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CHAPTER V
OVERVIEW, CONCLUSIONS, AND RECOMMENDATIONS

Overview
This chapter presents a summary of the results that the study yielded, and it
presents the implications of those results. Moreover, this chapter suggests several actions
that can be taken to improve Work-Based Learning Programs at rural community
colleges in Mississippi.
The purpose of this study was to assess the perceived impact of work-based
learning programs as viewed by students and employers involved in work-based learning
at rural Mississippi community colleges during fall semester 2006.
The study sought to determine if differences existed in the perception and value of
work-based learning programs based on gender, age, ethnicity, and educational
background. The dissertation study addressed six research questions using descriptive
statistics, the Independent t-Test, ANOVA, and the Tukey HSD post hoc test to analyze
the data presented in the survey.

Conclusion
The need for a different set of skills is attributed to various reasons, to include
globalization of commerce and the explosive growth of technology on the job. The new
workplace is a world of fast communication and information, rapid decision109

making and intelligent social skills that are needed to deal with economic, technical, and
ethical issues identified with complex problems facing every economic system.

Research Question One
For this study, participants were inconsistent concerning their perceptions of skills
needed in the workplace. The largest disparity was reflected in the reading skill area.
Students did not perceive reading as an important skill. Yet, employers viewed reading
skills as very important. This finding is supported by Cotton, (2005), who identified the
“3 R’s” and various higher-cognitive abilities as critical employability skills, along with
affective characteristics—particularly “dependability,” “responsibility” and “positive
attitude toward work”—as vital. However, students and employers concurred on the
importance of technology skills; students reported desk top publishing as an important
skill, and employers reported word processing as an important technology skill.
Today’s workplace demands more than competency in the three R’s. Employers
want a new kind of employee with broad and strong foundation skills to facilitate
learning on the job. New skills such as teamwork, cooperation, problem solving and
interpersonal skills—sometimes referred to as “soft” or “people skills”—are being
identified by employers as essential for successful employment in the new economy in
addition to increased basic math, language, and technological skills. This is support by
Martin (2000) who reports that employers thought that those skills offered by work-based
learning programs were extremely beneficial to the students who participated. Programs
linking academic study with real work experience have been shown to result in increased
student interest in schoolwork. Students are more motivated when they understand why
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they are being taught mathematics, why they must improve their reading skills, and how
important it is to learn the rules of effective verbal and written communication.
Students and employers may not be consistent about what skills are important, but
the “people skills” referenced above are the same skills identified by SCANS (1991) that
work-based learning programs use to strengthen students skills, which will assist in
preparing students for employment.

Research Question Two
Employers thought that work-based learning programs added value to students’
skill set, whereas the students did not view work-based learning as a value added tool.
Since 50 percent of the student participants’ age was 23 and younger, the results could be
directly related to the group’s maturity level, thought processes, or it might be based on
their lack of work experience. Erickson (1999) reports that this group is indecisive when
making career choices that would benefit them. To add based on study results, students
reported that programs offered through Mississippi community colleges were not a value
added entity to them. However, Bailey, Hughes, & Barr (1998) reported that employers
say that interns have better attendance, reliability, and attitudes than other workers who
had not gone through work-based learning programs.

Research Question Three
According to Rojewski (2002), gender is an important variable in differences in
occupational aspirations and career development patterns of male and female students.
There were opposing views between males and females on whether or not the technology
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skills area was an important skill area. Females did view the technology skills area as a
very important skill area, whereas males were undecided. Many males associate
technology skills with office work—keyboarding, adding machines, spreadsheets, wordprocessing—and are not as receptive to these types of skills, and view them as feminine.
Regardless of how jobs are codified, the work place is becoming more technologically
advanced, and employers are seeking those employees who can select equipment and
tools, apply technology to specific tasks, and maintain and troubleshoot equipment.
Regardless of age, employers and students believed that the skills offered by
work-based learning programs were very important. The younger the age-group, the
higher the expectations for work-based learning programs to improve their skills, and to
facilitate their future employment. Since 50 percent of the participants in this study were
between the ages of 19-23, this age group, according to Erickson (1999), tends not to be
as experienced in the world of work to make sound career judgments about what is
industrious for them.
As far as ethnicity is concerned, the results of this study indicated that employers’
ethnicity was not a statistically significant factor in determining differences in perception
of needed skills. The results indicated that Blacks thought that the importance of
technology area very important; yet, Whites thought that these same skills were of some
importance. Furthermore, Blacks reported that electronic presentation was an extremely
important skill to have. These results may be directly related to reports that most Blacks
do not have access to computers and other technology tools. Yet, Whites are extensively
exposed to technology at schools and at home. Data revealed that there was a statistical
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significant difference based on mean scores, where Blacks agreed that students who
participate in work-based learning usually enter the labor force immediately after school,
where as Whites strongly agree.
Harrison (1986) gives some likely reasons for low employment expectations
based on ethnicity. Some possible reasons for the differences in terms of education for
blacks and white workers are different levels and quality of educational achievement;
different patterns of occupational choice; changes in patterns of job availability,
education, and military service; and lingering effects of segregation. Although each
factor has been shown to have some relationship to the differences in employment and
earnings between Black and White workers, (Harrison, 1986) concludes that “a large part
of the problem lies not in these variables, but rather in continued patterns of employer
discrimination in hiring and compensation (Harrison).
However, Erickson (1999) reports that work-based learning is breaking those
barriers that minority kids encounter from certain areas, which obstruct their connection
to decent employers and adult mentors, and hinders their introduction to hospitals, banks,
travel offices, insurance firms, and manufacturing plants that use technology which
would not ordinarily be available to them—using it in ways that require them to meet
real-world standards of performance.

Research Question Four
Erickson (1999) says the impact of technology on business and industry, coupled
with the effects of competition brought about by the global economy that requires
workers with advanced academic knowledge and workplace skills and training. Since we
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live in the information age, the ability to decipher, codify, and process information, as
well as disseminate the information to correct recipients is very important.
Although study results revealed that all student participants reported that workbased learning provided standards and basic principles to achieve in the world of work,
there were some underlying differences in reference to the belief area.
Students’ perceived the value of work-based learning differed in two areas based
on gender: I believe my teacher and employer work together on program objectives. I
believe a successful work-based learning program depends on the coordinated efforts of
the students, coordinator, and employer. The study revealed that in both belief areas,
males were not in agreement with collaboration between employers, students, teachers,
and coordinators, where as females were in agreement. Zyskowski (1998) conducted a
survey and found that 69 percent of the students agreed that their school works in
collaboration with business and industry to provide students opportunities for work-based
learning.
Female students reported that they believe the success of work-based learning is
dependent on the coordinated efforts of all involved, in the role of teacher and employer.
This is supported by Bailey, Hughes, & Barr (1998), who say that many firms in the
United States provide internships, apprenticeships, and other forms of work-based
learning for many reasons, but the most frequent response is that it fosters cooperation
and collaboration between academia and the business community. Furthermore, female
work-based learning participants expected collaboration between employers and teachers
concerning program goals and objectives. They agreed that collaboration between
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employers, students, teachers, and coordinators would yield a successful and productive
program, whereas males did not hold the same ideals. This could stem from traditional
leadership styles of males who tend to lead from an authoritative perspective, and not
seeking advice from team members. Females normally seek advice from team members
to ensure that each person is included in the decision making process.
The results of this study revealed that age was not a factor in determining
whether or not work-based learning was a value added program. The ability to maximize
the productive potential of every American of working age, through investment in
education and training, will be essential to sustain future growth. Employers are a
powerful entity in the community because they know the regional economy; they control
access to workplaces, and they can use their businesses to create potential learning
environments for students.
In reference to education, the data revealed that significant differences occurred in
three of the five areas between others and those with a GED. Students with a GED
viewed work-based learning as an adequate or acceptable, but not very good value added
program. These students are less likely to look for work outside of their native living
area. Their lack of skills and ability to perform in the world of work hinders them from
obtaining high-skilled high-waged employment. According to Schambach and Dirks
(2002), businesses need a diverse, well-educated workforce in order to successfully adapt
to rapidly changing technology-enabled practices, and Beaulieu, Barfield, & Stone (2001)
state that good jobs require an educated workforce. Furthermore, SCAN 2000 (1991)
reports that the current educational system has become the focus of criticism for not
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preparing its graduates adequately to enter the workforce. Employers increasingly
discuss the importance of new skills crucial to employees’ ability to work effectively,
such as knowing how to learn, interpersonal skills, applying reading, writing, and
computing basic skills to workplaces, ability to work in teams or groups, effective
listening and communication skills, adaptability and flexibility, personal management
skills, personal workplace ethics, leadership or initiative, and the ability to think and to
solve problems in the work place.
According to study results, ethnic origin was not a predictor of differences in the
perceived value of work-based learning for those students participating in work-based
learning in rural community colleges in Mississippi. Regardless of ethnic origin, the
ability to recognize the value of an organization lends to the users surpassing racial,
cultural, and ethnic origin. For this study, people of all races recognize that work
experience enhances students’ skills on various levels. Each time a student has the
opportunity to interact with office personnel, customers, or the general public, he/she
captures the quality of the experience and is able to process that information or
experience. For this study, Blacks and Whites considered work-based learning as a value
added program.

Research Question Five
Today’s work environment requires employees who are well-rounded individuals
who can think for themselves, solve problems, and make decisions with minimum
supervision. Employers increasingly discuss the importance of new skills crucial to
employees’ ability to work effectively.
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With the changing entrepreneurial environment as it relates to gender, more
businesses are becoming more politically correct, but male and female employers viewed
needed skills differently and on a more traditional scale.
Based on gender, in the importance of technology skills area, females viewed
word processing as a very important skill. As the work environment moves to a service
producing arena and become more technologically advanced, the need for technology
skills is in high demand. As a result, employers will hire those employees with computer
and keyboarding skills. Females, according to this study, reported that word processing
was a very important skill to have, and supported sharpening work-based learning
participants’ word processing skills. On the other hand, males thought those skills were
somewhat important. The differences may be a direct result of the type of business
employers owned and/or managed. However, most businesses have some form of
automation; as a result, potential employees need to have the skills desirable to perform
effectively in a technological environment.
In this study, employers’ age revealed different views for the information skills
category. Dolittle and Camp (1999) concur that work-based learning should not only
offer education programs that provide job skills, but also higher order thinking, problem
solving, and collaborative work skills.
The ability to lead, manage money, organize and maintain information, and use
the Internet were individual skills that were viewed as important by employers; however,
based on the age category, they were viewed differently. For instance, in reference to
leadership, the age groups 40 and below, and 50 and above viewed the leadership skills
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differently. This may be due to the leadership experiences of the 40 and below age
groups, and the possible need for leadership experiences or the lack thereof. This same
age group may find that those who were leaders needed management training and/or
leadership skills, whereas those 50 and above, based on age, may have been experienced
leaders and reported this skill as a non-essential skill from their point of view. In
reference to information skills category, those also in the age group below 40 reported
that the information skills category was very important. Employers tend to report those
skills that are relevant to their business environment as important skills to possess.
There was a statistical significant difference in employer’s perception of needed
skills based on age in the information category of work-place skills. Study results
revealed that those in the age group below 40 reported that the information skills category
was very important. We are living in an information society, and employers know that
their businesses would not survive unless they are able to gather, analyze, and synthesize
information correctly. For some employers, these skills are the life blood of their
business, and the opportunity to acquire and perfect this skill will present itself in real
world work experiences. Dolittle and Camp (1999) concur that work-based learning
should not only provide education programs that provide job skills, but also higher order
thinking, problem solving, and collaborative work skills.
The skill areas from four different skill categories identified with statistical
significant differences based on age were Leading, Managing Money, Organizing and
Maintaining Information, and Internet Usage. Employers could not agree on the
individual skills that were important skills to have in the work-based learning curriculum.
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However, a closer examination of these skills using a Tukey Post Hoc revealed that for
the individual skill area Leading (leadership), a statistical significant difference occurred
between participants age 40 and below and age 50 and above. One reason for this could
be the leadership experience of those 40 years old and younger. Because of their lack of
experience, it is possible that this particular age group requires leadership mentors. To
add, this same age group may find that those who were leaders needed management
training and/or lacked leadership skills entirely. Whereas, those 50 years and older may
have been experienced leaders, thus reported this skill as a non-essential skill.
Using an ANOVA to examine the Managing Money individual skill area, the
Organizing and Maintaining Information individual skill area, and the Internet Usage
individual skill area revealed that a statistical significant difference occurred between all
age groups. Based on the data collected, the researcher determined that age of the
employer was a significant factor in determining what skills are important. The study
revealed that employers were inconsistent in reference to what skills were important
skills to have in the work-place. These differences could be a direct result of the
employers’ business experiences. It stands to reason that if an employee possesses
desirable skills he/she is more marketable. This theory is supported by Belcher (2002)
and, Rhoder and French (1999) who conducted independent studies and found that
employers sought different skills from students based on employers’ businesses,
experiences, and employment background.
Hughes (2003), reports that employer engagement is seen as vital to the
development of skills for productivity. For this study, employers’ educational level had
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an influence on what skills were important, and the researcher found that some employers
thought that working with diversity and managing time were important. In addition,
there were two skills from the importance of technology skill category that employers
reported as important skills: Internet usage and electronic presentation. Again, these
differences may be due to employers’ different educational backgrounds and diverse
business ownership.

Research Question Six
Employers had a positive view of work-based learning programs in that they
believed that quality trained students would be provided to those employers who
participated in work-based learning programs. However, in nine value areas for students
and employers, differences occurred most in what work-based learning was to provide
and who was responsible for providing the training. Employers’ maturity level and work
experience in the 50 and above age group may lend to their beliefs concerning
coordinators’ roles and responsibilities. Employers are more in a position to determine
what they need from future employees, and therefore should have some say as to how the
schools’ curriculum can benefit them. This is supported by Jones (1999), who reported
that Linda Gates, Program Coordinator for East Mississippi Community College, says the
program was developed to groom students for the workforce, and then let industry do the
final teaching and training. To add, Whiting and Kazia (1998) say employers in Boston,
Forth Worth, Louisville, and Philadelphia are organizing to help transform public
education in profound ways. They found that employers are helping in a combination of
ways, such as defining and implementing rigorous academic standards, while others are
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embedding academic curricula in real-world contexts. Furthermore, since the 50 and
above age group may have been in the workforce longer, and may have had experience in
developing and mentoring employees, this age group would know that joint efforts
between the private sector and work-based learning programs produce positive outcomes.
This is supported by Bailey, et al. (1998), who say that many firms in the United States
provide internships, apprenticeships, and other forms of work-based learning for many
reasons, but the most frequent response is it fosters cooperation and collaboration
between academia and the business community.
The data revealed that there was a statistical significant difference in the
perceived value of work-based learning based on gender. In individual value areas, the
researcher discovered that there were statistical significant differences in four value areas.
Three of those value areas were in the perception of skills’ category where females and
males views of the value of work-based learning differed. Female employers looked for
order and structure from the coordinators, and they thought that work-based learning
programs provided appropriate and meaningful training, whether it was academic or
vocational in nature, whereas male employers did not see these values as important
principles to gain from work-based learning. Furthermore, females and males somewhat
agreed that students who participated in work-based learning programs make better
employees. Males and females agreed concerning their beliefs that the success of workbased learning programs depends on the coordinated efforts of the student work-based
learning coordinator and employer. Gender was not a factor when determining whether or
not students needed the support of employers and schools to collaborate to ensure work121

based learning programs offer value added programs and skills. Students recognize the
need for support from all entities that comprise the administrative composition of workbased learning programs.
Rules and regulations are in place to guide and maintain order. Policies and
procedures are there to support these rules and regulations imposed by state and federal
regulation. Those participants who were in the 40 and below age group were undecided.
This could be a direct result of those participants’ lack of knowledge and/or awareness
concerning the roles and responsibilities of coordinators. This premise is supported by
The U.S. Department of Labor Employment and Training Administration (2005) who
reports that some employers may not be involved because they did not know the role they
were to play. The 41-49 age group thought that coordinators played an important role in
placing students in jobs that would help them acquire the skills they needed to succeed.
The older age groups, 41-49 and 50 and above, reported that coordinators play an
important role in the success of work-based learning programs as well. Brock (1998),
supports this by saying they were all considered an intricate player in the broad spectrum
of education and the real world of work.
Based on education, there were two statistically significant differences in the
perception value category and the beliefs value category, where a Tukey Post Hoc test
revealed a significant difference between High School diploma students and those who
reported having an Educational Specialist degree. When reviewing the results of this
study, the researcher concluded that the higher the educational attainment the higher the
expectation of work-based learning programs. Wonacot (2002) supports this same theory
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in saying that those students who participate in work-based learning complete more
academic courses which leads to higher level academic courses. A closer examination
using a Tukey Post Hoc Test revealed that participants with higher levels of education
seem to value work-based learning programs more than those whose educational
experience is not as rich. Those employers who have earned beyond the high school
diploma view work-based learning as a value added program.
Furthermore, there were inconsistencies in employers’ thinking in relation to rules
and regulations that govern work-based learning programs. Employers could not agree
on how rules and regulations concerning the state department and the department of labor
should mandate work-based learning programs, whether or not general skills needed are
taught, and whether or not those students who participate in work-based learning
programs are better employees. Also, they could not agree on employers’ beliefs about
work-based learning programs teachers and employers working together, and the skills
students receive are suitable for their work-based learning placements.
Residents of rural areas are aware that their students have to relocate in order to
achieve the high paying, high wage jobs. In order to keep them in the area, local
residents are willing to support work-based learning programs. They expect their
graduates to have good communication skills. Local partnerships of STWOA initiatives
will determine the needs of the rural areas and use work-based learning to encourage buyin of the students, local partners, and parents. If all parties concerned have a stake in
work-based learning, they are more likely to ensure that work-based learning programs
are successful. Building partnerships, linking businesses, schools and government are
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part of the solution. These alliances bridge the gap between the low-tech past and the
high-tech present; and give our young people real employment options that pay.
The overall conclusions is that, based on age, gender, education, and ethnicity
students and employers believed that work-based learning is a feasible tool to help
students realize and optimize their employment potential. Also, findings of this study
confirmed what Byrd, 2004 has previously reported. He rated the skills offered by workbased learning programs as important skills to have as part of the work-based learning
curriculum, and results indicated that employers thought the skills offered by work-based
learning programs were essential and effective.

Recommendations for Further Study
Education in diverse forms will help develop a well-rounded individual. Johnston
(2001) noted from former research that work-based learning produces strong program
leadership, exclusive connection with the local environment, and frequent
communications with local employers. Johnston (2001) says that the two primary
reasons for work-based learning are to create and sustain effective workforce preparation
systems and to improve teaching and learning practices.
Work-based learning programs blend classroom instruction, and structured onthe-job experience for community college students who are enrolled in work-based
learning programs, or current employees involved in work-based learning programs.
Work-based learning combines the expertise of business, industry, and education through
partnerships arranged to produce an employee who is technically educated and highly
skilled.
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1.

Having only two ethnic groups is not representative of the entire
community college work-based learning population. The researcher
recommends a more diversified study group which would have given
many more perspectives and more depth to the study.

2.

Include program coordinators as part of the study group. This will
lend to another perspective and the researcher will be able to ask more
questions along the lines of structure, rules, regulations, policies and
procedures.

3.

Further study should be undertaken with a larger sample size of
Mississippi community colleges work-based learning programs.

4.

The researcher recommends that further study that will include
community colleges and welfare to work programs.

5.

According to coordinators at rural Mississippi community colleges,
there are evaluations for the students’ performances on the job. The
researcher recommends a mechanism to evaluate and monitor workbased learning programs to determine if they are offering those skills
that are pertinent to those businesses in their service areas.
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